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Best  Available  Copy 


PIUtFACE 


Thi*  la  VoIuM  in  of  th«  publiahod  sCaff  studias  «ad  aupporiieg 
papara  praparad  for  tht  Dafaaaa  Maopovar  CoMilaaloti* 

Tha  Dafaoaa  Manpowar  Coniaaioo  «aa  eraatad  bp  a provialoe  of  tha 
Dafaaaa  Appropriatioa  Authoriaatloa  Act«  1974  <Publle  Law  93-ISS,  Titla 
VXX),  which.  Intar  alia,  atatadi 

Sac.  702.  It  ahall  ba  tha  duty  of  tha  Coaaiaaioo  to  conduct  a 
coaprahanatva  atudy  and  lnvaatlg«clon  of  tha  ovarall  aanpowat 
requlramanta  of  tha  Dapartoant  of  Dafaaaa  on  both  a ahort-tam  and 
loni'tani  baaia  with  a viaw  to  datarainlng  what  tha  auinpowar 
raqu:.raaanta  ara  cirrantly  and  will  likaXy  ba  ovar  tha  next  tan 
yaara,  and  how  aanp/war  can  ba  aora  affectively  utllixad  In  tha 
Daparcaant  of  Dafanaa. 

Tha  Cotaaiaaionara  have  aubaittad  two  formal  raporta  to  the  Congraat 
and  tha  Praaldant.  an  Intaria  Report  on  May  16.  1975  and  tha  Pinal  Report 
on  April  19,  1976, 

to  addition,  for  purpoaaa  of  public  Information  and  to  facilitate 
further  raaaarch  on  thaaa  aubjecta,  tha  Cowtaalcnara  have  arranged  for 
thla  publication  of  certain  atudiaa  and  working  papara  prepared  by  tha 
ataff  of  the  Dafanaa  Manpower  Cooailaalon,  togathar  with  aupportlng 
contract  atudiaa  and  a apaclal  report  prepared  for  the  Commlaaion  by  tha 
Department  of  Dafanaa.  While  aoma  of  tha  publiahad  DHC  staff  papers  are 
In  finished  form  and  ware  presented  formally  to  tha  Commissioners,  others 
are  only  draft  working  papers  but  still  potentially  useful  to  publish. 
Hot  published  but  Included  In  the  Commission  files  are  Internal  working 
papsrs,  trip  raporta,  niscsllanaous  data,  rafsrenca  mstariala,  racot'^s  of 
DMC  hearings  and  meetings,  and  adalnistrstlvs  papers. 

The  views  txprassed  in  tha  published  DMC  ataff  papers  and  contract 
atudiaa  are  those  of  the  authors  or  contract  research  firms,  aa 
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•pplicabl*.  Publlcttlon  of  tuch  ppptri  Ip  th«»€  »olu—»  do«»  WOT  n«c«i- 
i«niT  1»p1y  »pprov»l  ot  «ndor»«— nt  by  th«  tUnpovcr  Co—l««lon. 

Hhoi«  *l«w«  tn  at  icattd  In  tha  afoinMntlonnd  OMC  Intarla  Raport  and 
Final  Kaport. 

All  of  tha  papara  publlahad  by  tha  Dafanaa  Manpowar  Coonltalon  nay 
ba  raproducad  and  dlaaanlnatad  without  furchar  authoriiatlon  by  tha 
CoMlaalao,  notwlthatandlog  any  pravloua  llnltatlona  which  nay  hava  baan 
ttated  on  contract  rapuri.  landing  rawlaw  and  ralaaaa  by  tha  Conalaaloo. 
Additional  coplan,  bayond  thoaa  Initially  dlatrlbutad  by  tha  Conailaalon, 
■ay  ba  purchaaad,  by  voluaa,  trem  tha  Cowanaaat  Printing  Offlca, 
Uaahlngton,  D.C. 

■ruca  Palaar,  Jr. 

Canaril,  USA  (lat.) 
tnaeutlra  Dlractor 
Dafanaa  Hanpowar  Coaalaalon 


Uaahlngton,  D.C. 
May,  1976 


Tot  £onvenieiit  ¥«fcr«Bct,  th«  entire  ect  of  pyliliehcd  SWC  eteff 
•ti^lee  end  supportint  papers  le  ae  follovss 


GENERAL.  HISTORICAL.  MAHAGPttHT  AND  HXSCEtLAITwSUS 

A.  THE  HISTORICAL  CONTEXT  OF  THE  VOLOTIOH  OF  CURRENT  HAN^NSR  miCIES, 
by  Thosaa  G.  Bolle.  (Related  to  entire  DMC  Final  Report*  eapecially 
Copter  I.) 

1.  DSPJ«TKENT  OF  DEFENSE  MANPOWER,  FY64-FT77s  THE  COMP<mENTS  OF  CIU^S, 

prepared  by  the  Departnent  of  Defcnae  for  the  Oefenee  Maapoirar  Coeataslon. 
fRelated  eapecially  to  Chaptera  I and  IV  of  DMC  Final  Report.) 

C.  THE  INTERNAL  MANAGEMENT  SYSTEM  FOR  DEPARTMENT  OF  DEFENSE  MANPOWER, 

by  Norbert  R.  Kaua,  Thomaa  G.  Bolle  and  Albert  Shanefelter.  (Related 
to  Chapter  III,  DMC  Final  Report.) 

D.  THE  EXTERNAL  MANAGEMENT  SYSTEM  FOR  DEPARtMENT  OF  DEFENSE  MANPOWER, 

by  Nort>ert  R.  Kaua,  Thonaa  G.  Bolle  and  Albert  Shanefelter.  (Related  to 
Chapter  III,  DMC  Final  Report.) 

S.  MANPOWER  BUDGETING  WITHIN  THE  DEPARTMENT  OF  DEFENSE, 

by  Audrey  J.  Page.  (Related  to  Chapter  III,  DMC  Final  Rcoort.) 

F.  COMPARATIVE  COSTS  OF  DEFENSE  MANPOWER, 

by  Marvin  N.  Gordon  and  John  D.  Slttereon,  Jr.;  with  two  contract 
reporta: 

F-1.  Manpower  Coata,  by  TCP,  Inc.;  and 

P-2,  Coat  Conparlaona  of  Selected  Active  end  Reaarve  Mllttery 
Unite,  by  J.  S.  Dosin,  Loglstlce  Menegenent  Inetlcute. 

(Related  to  Cheptera  111,  IV  and  VI,  DMC  Final  Raport.) 

G,  LESSONS  LEARNED:  THE  MECHANICS  OF  ESTABLISHING,  OPERATING  AND  CLOSING 

OUT  A TEMPORARY  CCW1ISSI0N, 

by  Paul  C.  Keanan,  Jr.  (Supplaeanta  Appendix  A,  DMC  Final  Report.) 


THE  TOTAL  FORCE  AND  ITS  MANPOWER  REQUlReMENTS.  INgUDINC  OVERVIEWS 
OF  EACH  SERVICE 


A.  U.S.  ARMY  — TOTAL  FORCE  OVERVIEW  AND  GENERAL  PURPOSE  FORCE 
MANPOWER  REQUIREMENTS  ISSUES, 

by  John  D.  Sitteraon,  Jr.  (Ralated  to  overall  DMC  Final  Report, 
eepeclelly  Chapter  IV.) 
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I.  U.S.  NAVT  — TOTAL  rOKCE  OVERVIEW  AMD  EUirOSI  FORCE  HANEOWER 
RIgUIREMENTS  ISSUES, 

by  John  D.  Slttarton,  Jr.,  Hugh  M.  Walton  and  Eaal  C.  Kannan,  Jr. 
(Ralatad  Co  overall  DHC  Final  Riport,  aapaelally  Chapter  IV.) 

C.  U.S.  HAAIKE  CORPS  — TOTAL  FORCE  OVERVIEW  A»  GENERAL  PURPOSE  FOt.CE 
MANPOWER  REQUIREMENTS  ISSUES, 

Ly  John  D.  Slttarion,  Jr.,  and  Ray  A.  Dunn,  Jr.  (Ralatad  to  ovarall 
DMC  Final  Report,  aapaelally  Chaptara  IV  a^  V.) 

0.  O.E.  AIR  FORCE  — TOTAL  FORCE  OVERVIEW  AMD  GENERAL  PURPOSE  FORCE 
MANPOWER  REQUIREMENTS  ISSUES, 

by  Ray  A.  Dunn,  Jr.  (Ralatad  to  overall  BK  Final  Report,  aapaelally 
Chapter  IV.) 

E.  OVERVIEW  OF  THE  RESERVE  COMPONENTS, 

by  Hugh  M.  Walton.  (Ralatad  to  ovarall  MC  Final  Report,  aapaelally 
Chapter  IV.) 

F.  SELECTED  RESERVE  ISSUES, 

by  Hugh  M.  Walton,  Ray  A.  Dunn,  Jr.,  and  John  D.  Slttaraon,  Jr. 
(Ralatad  to  Chapter  IV,  EMC  Final  Report.) 

G.  FULL-  'IME  PERSONNEL  SUPPORT  FOR  THE  RESERVE  COMPONENTS, 

by  Hugh  M.  Walton.  (Ralatad  to  Chapter  IV,  EMC  Final  Report.) 

H.  INDIVIDUAL  RESERVES,  a oultlfunetlonal  paper, 

by  John  D.  Slttaraon,  Jr.  and  Wllllaa  A.  Llndaay,  RaqulrtMnta  Croup, 
DMC  Staff,  with  other  oanbara  of  the  DMC  Staff;  with  aaaoelatad  paper, 
below: 

H-1.  The  Availability  of  Individual  Raadv  Raaarvlata  (IPR) 

Upon  Mobllliatlon.  by  tlannath  J.  Coffey  and  Jaaea  W, 
Aballara,  Racrultnant  Croup,  EMC  Staff. 

(Ralatad  to  Chaptara  IV  and  IX,  DMC  Pinal  Report.) 

1.  U.S.  AND  SOVIET  COMBAT- TO-SUPPORT  RATIOS, 

by  John  D,  Slttaraon,  Jr.  and  Hugh  M.  Walton;  with  contraet  report; 

1-1 . United  Stataa  and  Soviet  Ceobat-to-Suoport  Ration,  by 
Philip  H.  Lowry  and  Wllllaa  F.  Seott,  Ganaral  Rnaaareh 
Corporation. 

(Ralatad  to  Chapter  IV,  DMC  Final  Report.) 

J.  SUPPORT  FORCES, 

by  Marvin  N.  Cordon  and  John  D.  Slttaraon,  Jr.;  with  contract  report; 
J-1.  Contractlni  for  Sarvlcaa  In  the  Dapartnant  of  Dafanaa. 
by  Nonaan  E.  Bataqua,  Jr.  and  Thoaia  M.  O'Ham,  Jr., 
Loglatlca  Managaaant  Inatltuta. 

(Ralatad  to  Chapter  IV,  DMC  Final  Report.) 
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uLtmuattzs  to  mawower, 

bT  Marvla  N.  Gordon;  vith  contract  raport: 

K-1.  Altarnatlvaa  to  Manpower,  by  Oparatlona  Raatarcb,  Inc> 
(Principal  Author: Echardt  Banncwltr). 

(Ralatad  to  Chapter  IV,  DMC  Final  Report.) 

. « VOUJME  lU 

<■■1  MILITARY  RECRUITMENT  ASP  ACCESSIOMS 

AMP  THE  FUTURE  OF  THE  ALL  VOLUHTEER  FORCE 

RECROITMENT  IM  THE  ARMED  FORCES:  ' Introduction. 

by  Kannath  J.  Coffey,  Frederick'  J.  Rceg  and  Audrey  3.  Page,* 

A-l.  RECRUITMENT  IN  THE  AHMED  FORCES:  Paper  Ho.  1 - 

Organizational  Strueturee.'  by  Kenneth  J.  Coffey, 
Frederick  J.  Reeg  end  Audrey  J.  Page.* 

A-2.  RECRUITMENT  IN  THE  ARMED  FORCES;  Paper  Ho.  2 - 
lhabera  of  Recruiting  Pereonnel.  by  Kenneth  J. 

Coffey,  Frederick  J.  Rceg  and  Audrey  J.  Page.* 

A-3.  RECRUITMENT  IN  THE  ARMED  FORCES:  Paper  No.  3 - 

Recruiting  Budtete.  by  Kerneth  J,  Coffey, 

Frederick  J.  Rceg  and  Audrey  J.  Page.* 

A-4.  RECRUITMENT  IN  THE  ARMED  FORCES:  Paper  Ho.  4 - 

Recruiter  Pereonnel  Pollelea.  by  Kenneth  J, 

Coffey  and  Frederick  J.  Rceg.* 

A-5,  RECROITMENT  IN  THE  AHMED  FORCES:  Paper  No.  5 - 

Recruiting  Toole,  by  Kenneth  J.  Coffey  and 
Frederick  J.  Reeg.* 

A-b.  RECRUITMENT  IN  THE  AHMED  FORCES:  Paper  Ho.  6 - 

Recrultnent  froceeelng  Contfola.  by  Kenneth  J.  Coffey 
and  Frederick  J.  Reep,* 

“^JOB  SELECTION  STANDARDS  IN  THE  ARMED  FORCES,' 
by  Jeaea  U.  Abcllera  with  Mini  Y.  Dunham  and  Richard  A.  Kuznack. 
(ReUted  to  Chapter  V,  DMC  Floel  Report.) 

THE  RECRUIT  SCREENING  PROCESS  IN  THE  ARMED  FORCES, 

by  Jea.ee  W.  Abellera  with  Mini  Y.  Dunham.  (Related  to  Chapter  V, 

DMC  Final  Report.) 

REPRESENTATIONAL  POLICY  IN  THE  U.S.  ARMED  FORCES,' 

by  Kenneth  J.  Coffey  and  Frederick  J.  Reeg.  (Related  to  Chapter  V, 

DMC  Final  Report.) 


* All  eeven  papera  In  the  aartea  relate  to  Chapter  V,  DMC  Final  Report. 
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I.  TO  IMPACT  OP  SOCIO-ECONOMIC  COMPOSITION  IN  THE  ALL  VOLUNTEER  FORCE, 
by  lUontth  Coff«y,  Edward  Scarborough,  Fradarlck  J.  Raag, 

Audray  J.  Paga  and  JaMa  W.  Aballara.  (RalaCad  to  Chaptar  V,  IMC 
Final  Rapore.)  ^ 

T.  PROSPECTS  FOR  SUSTAINING  THE  PEACETIME  ALL  VOLUNTEER  FORCE;  ■ 

by  Jams  H.  Absllsra  vlth  Hlal  T.  Dunhaa.  (Ralaced  to  Chaptar  IX, 
DHC  Final  Raport.) 

C.  STAKDBT  DRAPT  CAPABILITIES,’ 

by  Kanoath  J.  Coffay.  (Ralatad  to  Chaptar  IX,  DHC  Pinal  Raport.) 

B.  THE  COST  OP  THE  ALL  VOLUNTEER  FORCE  AND  TOTAL  FORCE  MOBILIZATION^  ' 
by  Pradarlek  J.  Raa,.  (Ralatad  to  Chaptara  IV,  V and  IX,  DHC  final 
Raport . ) 

I.  POSSIBLE  IMPROVEMENTS  IN  ACCESSIONS  APTITUDE  TESTING  AND  SELECTION 
IK  THE  HILITART  SERVICES,* 

by  Bobar,  Inc.  (Principal  Invaatlgatora:  Mary  T.  Howard  and  Laway 

0.  Cllatrap,  Jr.).  (Ralatad  to  Chaptar  V,  DHC  Pinal  Raport.) 

J^  ICONOKETRIC  ANALTSES  OP  ENLISTMENT  BEHAVIOR,’  * ' ^ 

Contract  atudy  by  tho  Cancral  Rataarch  Corporation,  in  two  parta: 
J-1.  Tha  Supply  of  Enllatad  Voluntaara  in  tht  Poat-Draft 
Invironaant  (An  Analyala  Bated  on  Monthly  Data, 

1970-75),  by  David  W*  Cric»s*r  (Exacutlva  Suaaary). 

Tha  Supply  of  Enllatad  Volunctara  In  tha  Poat-Draft 
tnvironmant  (An  Evaluation  Baaad  on  Pra-1972  Exp^rlanca), 
by  Alan  E*  Fachtar. 

(Ralatad  to  Chaptara  V and  IX,  DHC  Final  Report.) 

K,  INFLUENCE  OF  DEMOGRAPHIC  AND  APTITUDE  FACTORS  ON  TURNOVER  AND  JOB 
PERFORMANCE  OF  ENLISTED  MILITARY  PERSONNEL, 
by  Ea  S.  Roaandahl,  Ganaral  Elactric/TEMPO  tantar  for  Advanced 
Studlaa  (Extract#).  \ 

(related  to  Chaptar  V,  DMC  Firal  Raport.)  \ 


DEVELOPING  AND  UTILIZING  THE  TOTAL  FO»CE 
AND  SHAPING  THE  FUTURE  MILITARY  CAREER  FORCE 

A.  THE  DEFENSE  OFFICER  PERSO!JNEL  MA.NACEMENT  STSTHM  (DOPMS), 

by  Raymond  L.  Pittman.  (Related  to  Chaptar  VI,  DMC  Final  Raport.) 

B,  RESERVE  COMPONENT  OFFICER  CAREER  FORCE  GRADE  AUTHORIZATION, 

by  Arthur  A.  Brackett.  (Ralatad  to  Chaptar  VI,  DMC  Final  Raport.) 
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C.  rRE-COMISSIONING  PROGRAMS, 

hf  Audrey  J.  Page.  {Related  to  Chapter  VI,  liHC  Final  Report,) 

0.  tHE  OHIFORKH!  SERVICES  UNIVERSm  OF  THE  HEAtTH  SCIDICES  AMB 
ALTERHATIVE  METHODS  OF  PROCURING  AND  RETAINING  MILITARY  PHYSICIANS, 
by  Eugene  J.  Devine.  (Related  to  DMC  Interla  Report  of  Hay  197S.) 

E.  PROFESSIONAL  MILITARY  EDUACATION, 

by  Ceclla  S.  Landrua.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

F.  PROFESSIONAL  MILITARY  EDUCATION  FOR  THE  RESERl'E  COMPONENTS, 
by  Audrey  J.  Page.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

G.  OFFICER  GRADUATE  EDUCATION, 

by  Caclle  S.  Landrua.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

H.  FUNDING  OF  EDUCATION  PROGRAMS, 

by  Ceclle  S.  Landrua.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

1.  FLIGHT  TRAINING, 

by  Raymond  L.  Plttaan.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

3.  OVERSEAS  ROTATION  AND  TOUR  LENGTHS, 

by  Raymond  L.  Plttaan,  Reginald  J.  Brown  and  Jaaaa  Jordan;  with 
contract  report; 

J-1.  Comparative  Coate  of  Accompanied  Versua  Unaccoapanled 
Toure  Overeeaa.  by  Creeap,  McCoralck  and  Paget,  Inc, 

(Related  to  Chaptera  IV  and  VI,  DMC  Final  Report.) 

K.  MINORITY  PARTICIPATION  IN  THE  DEPARTMENT  OF  DEFENSE, 

by  Edward  Scarborough,  (Related  to  Chaptera  V and  VI,  DMC  Final  Report.) 

L.  WOMEN  IN  THE  DEFENSE  ESTABLISHMENT, 

by  Dolorce  Battle.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

M.  THE  DEVELOPMENT  AND  UTILIZATION  OF  WOMEN  IN  THE  DEPARTMENT  OF  DEFENSE, 

Ny  s,  Landrua  'Related  to  Chapter  VI,  DMC  Final  Report.) 

N.  THE  ROLE  OF  THE  DOD  CIVILI,\N  IN  THE  TOTAL  FORCE  STRUCTURE. 

by  Howard  W.  Goheen.  (Related  to  Chaptera  IV  and  VI,  MC  Final  Report.) 

O.  LIMITATIONS  ON  MANAGERS  BROUGHT  ABOUT  BY  RESTRICTIONS  OF  THE  CIVIL 
SERVICE  SYSTEM, 

by  Howard  W.  Goheen.  (Related  to  Chapter  VI,  DMC  Final  Report.) 

P.  THE  AIR  FORCE  INSTITUTE  OF  TECHNOLOGY  A;®  THE  NAVAL  P )STC,R.*DUATE 
SCHOOL, 

by  Ceclla  S.  Landrua.  (Related  to  Chapter  VI,  DMC  Final  Report.) 
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VCLUHE  V 

COHFEWSATION  ANT)  RgTIRt."ffiWT* 


A.  THE  REVIEW  BODY  OK  ARMED  FORCES  PAY  IN  THE  UNITED  KINGDOM  AND 
ADJUSTME?fTS  IN  THE  LEVEL  AND  STRUCTURE  OF  MILITARY  COMPENSATION, 
by  B.  J.  0«vln«,  MArc«lla  L»  Uojdylak,  Richard  A.  Kuzaack  and 
John  A.  McTigha. 

B.  THE  RECOWfENDATIOHS  OF  THE  FOLSOM  PANEL  AND  THE  COMMISSION  ON 
EXECUTIVE,  LEGISLATIVE  AND  JUDICIAL  SALARIES, 

by  E.  J.  Oavina,  Marcalla  L.  Wojdylak,  Richard  A.  Kuzaack  and 
John  A.  McTlgha. 

C.  INTEGRATION  OP  MILITARY  RETIRED  PAY  AND  SXIAL  SECURITY  BENEFITS: 

THE  ATTRIBUTION  PROBLEM  AND  ITS  IMPLICATIONS  FOR  THE  PRIVATE  SECTOR, 
by  E«  J.  Davlna  and  Richard  A.  Kuzaack. 

D.  NEW  INITUTIVES  FOR  THE  MILITARY  ESTATE  PROGRAM, 

by  Richard  A.  Rutaack,  John  A.  McTlgha,  E.  J»  Davlna  and 
Marcalla  L.  Wojdylak. 

E.  POSTRETIREMENT  ADJUSTMENT  OF  MILITARY  AND  FEDERAL  CIVIL  SERVICE 
RETIRED  PAY, 

by  E.  J.  Davlna  and  Marcalla  L.  Wojdylak. 


*A11  paper*  in  VoXuaa  V ralata  to  Chaptor  VXIt  of  tht  DMC  Pinal  Raport. 
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(To  « Serioo  of  Six  Papers  on  Cha  Above  Subject) 

A Staff  Paper  for 
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By 
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lEcmrriMG  in  thb  akmed  forces 

CHC  STATT  STUDIES 
Introduction 

Six  rnaoarch  paper*  have  baan  prepared  by  th*  DHC  Staff,  Racrultnent 
Group,  on  tb*  aubject  of  recrultlon  Bathod,  and  technlqua*  ulthln  tha 
araad  fore**,  active  and  raaarv*.  Th*  neper*  addraa*  recruiting  organl* 
latlonal  atrieturaa  atkd  aattagaaMnt,  laval*  of  peraonnal,  budget*,  recruiting 
tool*,  peraonnal  pollela*  and  racrult  prjcaaalng.  All  paper*  coabla*  to 
eovar  th*  broad  topic  of  recruiting  oparation*  and  pollela*.  Thaa* 
raaaarch  paper*  «*r*  prepared  a*  a raault  of  th*  charge  of  th*  DHC  In 
Public  Law  93-lSS.  Sactlon  702  (6).  Thl*  aactlon  dlractad  tha  DHC  to 
atudy  and  Invaatlgat*  "th*  aathoda  and  technlqua*  uaad  to  attract  and 
racrult  peraonnal  for  th*  araad  fore**,  and  whether  auch  nathod*  and 
technlqua*  alght  ba  In^rorad  or  naw  and  nor*  aff active  onaa  utlllaed." 

BISTORICAL  CTEKVIEW 

Th*  principal  feature*  of  th*  All-Voluntaar  Fore*  (AVF)  recruiting 
prograaa  con  b*  battar  undaratood  If  a hlatorlcal  parapectlv*  1*  aatab- 
llahad  within  which  th*  algnlflcanc*  of  th*  aajor  change*  which  occurred 
In  th*  AVF  year*  can  b*  aaan,  Thl*  1*  aoat  aaally  done  by  coaparlng  the 
prograaa  of  th*  AVF  year*  (FT  73  - FT  75)  with  th*  prograaa  which  pre- 
vallad  whan  the  draft  wa*  In  full  affect. 

Th*  aoat  laporcanc  Influanc*  on  th*  etructura  and  oparation  of  tha 
pra-AVF  recruiting  prograaa  wa*  th*  draft.  A*  Indicated  by  Figure  1, 
draft***  played  a algnlflcant  role  In  filling  DoD  raqulraaant*  for  non- 
prlor-aarvlc*  paraonnel  In  th*  FT  49 -FT  71  period.  In  addition,  many 

of  thoa*  who  dnllated  were  “draft  aotlvated",  nen  who  volunteered  for  j 
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SOURCE:  U.S,  Congr*sa,  Sgtuta,  Etport  of  th#  Stnoto  ArMd  Sorvtcco  Cowittoo 

Hoarlng*  on  Soloctlvo  Sonrlc*  and  Mllitarr  Co^>anaation,  »2d  Cong.,  fabruarr 
1971,  pp.  5»-59. 

Fig.  1—DoD  Acilva  Duty  accaaatona,  19*9-1971 
aarvtca  In  ordar  to  aaeapa  tha  uneattalntlaa  of  tba  draft,  tn  addition, 
atilla  Mn  mra  navar  draftad  Into  tha  National  uard  or  Maarva,  a larga 
proportion  of  tha  pon-prlor-aatvlca  (n.p.t.)  aceatalona  Into  thaaa  prograaa 
(ata  Flgura  J>  wara  draft  Botlvatad.  ladaad.  tha  high  dagraa  of  ehanga  to 
adueatlonal  lavala,  lAtalllgaoea  lavala,  aao,  raea  and  othar  factora  tn 
Guard  and  (aaarva  aeeaaatona  In  Aft  raara  la  parhapa  tha  Boat  draatlc  ehanga 
to  larvlea  aceaaai  .na  pattama  alnea  tha  and  of  tha  draft. 

Aa  tha  availability  of  Induetaaa  or  draft  Induead  anllataaa  «aa  ra- 
latlvaly  aaaurad  In  tha  pra-AVF  yaara,  thara  var»  taaa  than  vtgotoiia  atrorta 
Hlthin  tha  racrultlng  prograna  to  aaak  and  anllat  gualltlad  votuntaara. 
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•ourMi  nm$mmw  ttatlttU**  Pif  iff  tut  of  OofMM*  OMO  (Cei^roilor) 

Oiroctoroto  for  toforMtlco  O^ritlooo,  Hoy  II,  1974,  100. 

fl«.  3**OoO  foloeto^  IMotrro  M AeeoMioM,  I9M-X97X 


Ao  looff  Atelroi  tfitlUa  N.  A.  OrooM,  CoMoftt  of  tiM  Bovy  teenltl;^ 

» 

CemtM,  tdU  Cwtr«M  la  mit 

"Mt  ■.!  lata  a kaklt  la  WarU  Mar  Tt  at  karlH  tha  Iratt, 
aa4  aa  414a't  tall  aat  at  that  hahlt.  Na  jat  aaraalvaa  laaraM 
ta  tt.  Oar  attltula  aaa  Iratt.  Tha  Maay’a  raenltla,  ayataa 
aaa  taaplatal,  aaraa,aaalira  ta  a laaltatte  laak  tar  ,aalltT>,. 
haeaaaa  aa  talc  tha,  aaaU  caaa  ta  tha  taera,  md  th^  4U.**v 

tha  raarattta,  aatabltahaast  at  tha  ,ra-*rr  ,aara  aaa  a taall,  eaaMra* 

tlaal,  atahla  hak,  accaataaaM  ta  Httatala,  tra41tlaaal  <attaa  la  tratltlaMl 


1/  U.l.  Caafraaa,  Haarlnfa  hafara  aa4  laacial  haaorta  aala  hr  Coaalttaa 
” aa  Araad  larrleaa  ta  tha  houaa  of  aaaraaantatl*aa  oa  lubj.cia  Aff.ctlni 
tha  ItaT.l  aa4  Wlltarr  (ataki l.haaata  ,204  Coatraa.,  24  Sa.alaa, 
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wqra.  aaeiuiBfliif  natura  of  lacniltint  dutlaa  oaa  daacilbad  bf  tiM 

Castral  All-Voluntaar  Forea  Taak  Forca  In  ehla  aaf: 

traditional  racruitlnt  aathoda,  with  aona  axeaptlona, 
hava  not  aignlflcantl;  chanfad  ovar  tha  paat  100  yaara. 

Appaala  popular  In  tha  19th  canturp  ara  Mill  In  uaa 
today. . . .1/ 

If  tha  natura  of  racruitlnt  aetlvltlaa  had  changad  llttla,  tha  aatnl- 
tuda  of  tha  DoO-wlda  effort  had  changad  awan  laaa.  Aa  tahla  1 lirfleataa, 
although  tha  total  DoO  racrultlng  budget  nearly  doubled  fron  19S1  to  1969, 
both  tha  total  nuabar  of  raerultara  and  the  total  recruiting  budget  aa  a 
percent  of  the  active  duty  nanpowar  budget  warn  axtrenaly  atabla  deeplta 
tha  aubatantial  anllatad  accaaalon  varlatlona  Indicated  In  Fig,  1 and 
Fig.  2.  With  no  apparent  naad  for  an  laprovaaant  la  voluntaar  racrultlng 

Tabla  1 

tUCRITtlDE  OF  DoO  RZOmiTINi;,  1961-1969 


lUtal 

TMr 

Total  DoD 
Sacruitlug 
Expenditurea  ($) 

Total 

Raerultara— 
All  Servleea 

Eactuitlog  Expandlturea 
aa  Z of  Active  Duty 
Mapowar  Budget 

1961 

68,189,378 

7,U4 

0.0064 

1962 

63,338,318 

7,a9 

0.0036 

1961 

63.861,437 

7,070 

0.0036 

1966 

66,080,326 

6,903 

0.0032 

196S 

72,326,939 

7,036 

0.0037 

1966 

90,713,862 

7,241 

0.0063 

1967 

96,866,033 

7,371 

0.0037 

1968 

102,274,689 

7,176 

0.0034 

1969 

123,317,130 

6,987 

0.0062 

SOURCE:  S.  W.  Kaap,  Productivity  of  O.S.  Military  Recruiting  SyataUi 

Study  IV,  Studlaa  for  tha  Praaidant'a  Coaailaalon  on  aa  AVF,  Movaabar  1970. 


1/  Sac  Broadening  tha  Racrultlng  Market,  prepared  by  Central  All-Volunteer 
Force  Taak  Force,  0ASD(H4RA),  Hovember  ’'.72,  Encloaure  1,  p.  1, 
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bacauM  of  tho  draft,  roenaltln«  afforta  wara  eorraapaailagly  Ilaltad 
ta  aeopa  aad  latanaltyt  la  fact,  tha  Rand  Carporatloa  aalalttad  that 
It  nay  hava  coat  aora,  on  an  ovarall  avarapa,  to  draft  a nan  than  to 
racrult  hla.  1/ 

Thaaa  (anaraltaatlona  about  tha  raeraltlap  aatabllabaant  do  not 
aaaa  that  raerultlnp  mta  parfomad  by  a eantral  apaacy  rapraaaatlap 
tha  tarrleaa.  To  tha  contrary,  aach  Sarrlea  nalatalaad  lea  oiaa  ra- 
erultlnf  ama,  aach  conalatlnp  of  aavaral  Infapandaat  profrano.  Thaaa 


pragraaa  arolrad  wlchin  aach  Sarrlea  vlthout  eo 


at  pnldallnaa. 


araatlap  a eonplaa  —il|an  of  orarlapplap  banadartaa,  atafflnp  pattama, 
badfata,  proeaaalas  and  polley-aaklnp  naehlnary. 

Tha  afforta  of  tha  Sarrleaa  to  orareoaa  thaaa  pmbiaaa  ta  tha 
dfSft-fraa  ATT  yaara  of  ST  73  • n 7S  am  dlaciiaaad  aad  amlnatad  la 
tha  folloali^  raaaareh  paparat 

1.  Orsanltatlonal  Stmcturaa 
3.  Rabara  of  lacniltlnt  faraonnal 
3.  Saenltlnp  Sudpata 
d.  taemltar  Faraonnal  PoUelaa 
3.  Sacmlttap  Toola 
d.  laenlt  Rroeaaalns  Centrela 


^ ijtui  Corporation,  "Xacrultlnp,  ClaaalflcatlM  aad  laaltnaant  In  tha 
All-Toluataar  Foreai  Undarlyinp  lofluaneaa  aad  marplap  laauoa,"  Nuabar 
R-13S7-aPA,  March  1S7A. 
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UCUmHENT  IN  THE  AIMED  rOECES 


EAPEE  n ~ ORCAMIZATIONAI.  STRUCTUUS 


A Stiff  Iisu*  riper  for 
tbi  Difinii  Hiopovir  CoMliiloa 


By 

Einaith  J.  Coftiy,  friilcrlck  J.  Iicg  lod  Audnjr  J.  Figi 
Ricruleaint  Group 
Difinii  Hinpowir  CoiBljilon  Stiff 

Siptiibir  1975 
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niCOTITI  SUmAIT 


TITUi  OrtaalutlOMl  Structurn 

UCXCIUXna)i  n*  mabar*  tad  ortanlutloaal  itnieturM  of  ooporato 

raerultlnt  prograaa  vary  froa  ona  Sarvlca  to  aoothaT, 
and  wlthla  Sarvlcaa,  froa  ona  ceapooant  to  aaothar. 

- Papar  aaaaaaaa  aach  Sanrlca  (lagular,  laaarra. 

Guard)  for  P\  73  la  taiaa  ofi 

* Saparata  racrulttat  prograaa  and  alaaloaa 

* latamal  orgaoltatloo 

* Chaiaa  of  Coaaand 

* (uparvlalon  and  aupport 

PIOlLMi  Dlaeuaaioa  uaad  to  auaaartta  and  coapara  racrultlag 

prograaa  for  all  Sarrlcaa.  Draaatte  dlffaraaeaa 
baeoaa  obaloua. 

ALTIUUTIVtgi  barloua  optloaa  ralatlng  to  tipriif  aata  la  racrultlag 

pallelaa  bp  Sarvlcaa  and  DoO  la  aupport  of  Total  PorwO 
Cone apt. 

COMCUttOMi  Sarvlcaa  hava  aada  roaaandabla  prograaa  during  ATP 

poara  la  aupportlng  Total  Porea  racrultlng  prograa, 
but  nau  laltlatlvaa  ara  naadad, 

UCaMODaUTIOHi  To  fullp  aupport  Total  Porea  racrultlng  prograaa  ovar 
tha  aaac  dacada,  DoO  ahould  ragulra  tha  Anp,  Mavp 
Air  Porea  to  conaolldata  thalr  aaparata  actlva  aarvlca 
raerultaant  prograaas  furthar,  that  tha  Amp  and 
Air  Porea  ahould  ba  raqulrad  to  taka  atapa  touard 
aehlavlng  eonaolldatad  "ona  atop"  racrultlag  prograaa. 

DoO  alao  ahould  aatabllah  coaaon  racrultlag  neaan- 
elatura  and  bouadarlaa.  Staodarda  for  tuparvlaorp 
lavala  alao  ahould  ba  aatabllahad. 

DoD  alao  ahould  ragulra  tha  Sarvlcaa  to  datamlao 
racrultlag  aupport  ragulraMota  on  a Total  Porea 
baalai  furthar,  that  poaalbla  duplleatlona  of  aupport 
afforta  ba  docuawntad  and.  If  valid,  that  conaolldatloo 
of  aupport  fuactlona  undar  laaeutlva  Aganep  coneapt 
ba  adoptad. 

finally,  DoO  ahould  raqulra  aaeh  Sarvlca  to  ap^lnt  or 
Mlntaln  a aanlor  coauMndar  to  ba  raaponalbla  for  all 
racrultlng  and  training  actlvltlaa;  that  thla  raaponal- 
blllcy  Include  tha  actlva  and  raaarva  prograaa,  vlth 
tha  Inclualon  of  tha  Guard  prograaa  aa  a futura  goal, 
aubjact  to  atudy. 


N. 

• ■ 


■ -r 


1 r vf  - 

. I ' 


'‘13  ‘ 


t. 


'i 


Rzcion'mEin  in  the  armed  foeces 

EESEARCa  PAPER  fl  — CRCANIZATKEUl  STBICTniES 


Th*  orgAiiltatlontl  atructura*  which  have  baan  aacabllahai  to  adalal- 
atar  tha  Sarvlcaa*  racrultlng  prograaa  hava  avolvad  ovar  tlaa  without 
any  eantral  dlractlon  or  pattern,  with  the  exception  of  aaveral  changea 
In  tha  AVP  yaara  which  hava  aovad  tha  Sarvlcaa  toward  hatter  cooperation 
and  nanaganant  of  recrultaant  prograna.  Tat,  at  tha  beginning  of  PT  76, 
tha  organliatlonal  atructurea  for  recruiting  within  tha  Sarvlcas  war* 
widely  dlffarant.  In  nlaalona,  atructura  and  chalna  of  eoaaad. 

A.  Tha  Danartnant  of  tha  Army 

Tha  0.  S.  Aray  tacrultlng  Conaand  (USAREC)  at  Port  ghatldaa,  Illlnola, 
la  tha  praalar  raerultlng  organlaatlon  for  tha  Dapartaant  of  the  Aiay. 
Hawawar,  It  la  only  one  of  nine  recruiting  prograaa  within  tha  Dapartaant, 
and  daaplta  Ita  lapraaalva  budget,  atafflng,  raaaareh  and  aparttlona, 
ft  la  not  raaponalble  for  aavaral  najor  portlona  of  aeeanalna  raerultlng. 

In  taraa  of  apaclflc  prograa  raaponalblllty,  USAREC  naaagaa  tha 
following  recruiting  aetlvltlaa:^ 

Ragular  Amy  anllatad 

Koaan'a  Aray  Corpa  anllatad 

Honan' a Amy  Corpa  Direct  Covlaalonlng  prograa 

Aray  Ruraa  Corpa 

DCS,  Warrant  Officer  Plight  Prograa 


.-i 


/ 


tte  followlas  protru*  arc  Managed  bjr  tha  Offtca  of  tba  Daputy 
Chief  of  Staff  for  Faraonnel  In  Vaahlngton:^ 

Wear  Point  cadata 


Meat,  tha  Dapartaant  of  Aiap  In  1971  Initiated  a Unit  of  Choice 
lacrultlng  or  "eanvaaaar"  prograa.  In  which  oparatlonal  unite  of  tha 
0.  S.  Amp  aand  unit  paraonnal  to  recruit  for  Unit  of  Choice  anllateea. 
Separately  funded,  thla  prograa  cane  under  the  adalnlatratlwa  direction 
of  DSAREC  In  FT  75. 

Further,  racrultaaot  of  aedlcal  offlcera,  legal  offlcera  and  chap- 
lalna  are  the  reeponalblllty  of  their  raapactlve  etaff  offlcea. 

Laat,  of  courae,  the  aajor  exceptlone  to  Total  Force  recruiting  by 
DSAREC  are  the  aeparatc  recruiting  prograaa  for  Che  Amy  Saaervea  and 
tha  Amy  National  Guard. 

In  total,  then.  Chare  are  nine  eeperace  recruiting  organlutlona 
within  tha  Depertaent  of  the  Amy. 

While  the  Vast  Point,  ROIC  and  apeclalty  officer  racrultaaot  prograaa 
are  aaall  In  nature  and  tha  "canvaaaer"  prograa  la  being  phaaed  down,  tha 
three  atjor  atcjcturea,  DSAREC,  Amy  Reaervea  and  Aray  Naclinal  Guard, 
are  of  algnlflcant  aagnltude  to  warrant  dlacuaalon. 


Conaunded  by  a Major  General,  DSAREC  la  under  the  aupervlalon  end 


y Infomatlon  furnlahed  by  Col.  Creynolde,  OCS/Per,  Departaent  of  the 
Aray,  7 July  1975. 
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dlractloo  of  eha  Doputy  Chlof  of  Staff  for  Ptrtoimal,  OapartMOt  of  tha 
Arap.  USAUC  alao  acta  aa  tha  roaponalbla  afancp  for  tha  oparatlon  of 
tha  Araad  Porcaa  Entraoca  and  Exaalnlot  Statlona.  Thara  ara  flva  lavala 
of  coaand  within  USASEC:  Rational  CoMandara  ara  raaponalbla  to  tha 

Coaaandlna  Ganaral,  Dlatrlct  Coaaandara  ara  raaponalbla  to  tha  Rational 
Coaiandara;  Araa  Coaaandara  ara  raaponalb' t to  tha  Dlatrlct  Coaundara 
and  Racrultlnt  Station  Coaaandara  ara  raaponalbla  to  tha  Araaa.  Tho 
followlnt  dlafraa  llluatrataa  tha  chain  of  eoanand  and  tha  mabar  of 
altaa  at  aach  laval:'^  In  tanaral  taraa,  tha  paraonnal  at  Araaa  and 
Statlona  t*narallp  ara  conaldarad  aa  production  racniltara;  thoaa  at 
Dlatrleta,  laglona  and  DSASIC  haadquartara  ara  conaldarad  aa  auparvtaory/ 
nt  paraonnal. 


(Saa  chart  naat  pata) 


y USAREC  Rat-  10-1;  Data  on  nuabara  of  Araa  Cnda  and  Rett-  Statlona 
provldad  bp  Col.  Baddakar,  Racrultlnt  ManatMont,  USAREC. 
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An»d  fovett  Ex—lntni  nJ  Entr«BC«  Sftletn  (AFEES) 

OSAIEC  !•  th*  Exceuttv*  Agent  tot  the  operation  et  the  AFEES.  niare 
are  M ARES,  located  In  aajot  aatropolitan  aceaa  throughout  the  Vnlted 
Statea,  There  were  7A  AFEES  attea  during  the  draft  era;  hovevar.  tbta 
nuaAar  uaa  reduced  after  the  and  of  Inductlone  In  1973.  The  AFEES  coa- 
aandarn  are  raeponalble  to  the  Cnundlng  General,  USAKEC  through  the 
flva  Saglonal  Eaerultlng  Coaaandarn.  In  addition,  there  la  a najcr 
Glraetorata  (Froduction  Hanageaent)  vlthln  USAKEC  headquartera  which 
la  reaponalble  for  AFEES  policy  and  direction. 

The  AFEES  are  reaponalble  for  the  aental  taatlng  and  aadlcal  eaaa- 
Ination  of  all  appllcanta  for  anllataant  Intc  the  active  Aray,  Davy, 

Air  Force,  end  Marina  Corpa.  They  alao  era  reaponalble  for  the  pro- 
ceaelng  and  enllacaent  of  appllcanta  Into  the  raapectlve  araed  aacvlcea, 
for  the  providing  of  tranaportatlon  for  ecceealona  to  reapactlve  Service 
training  centera  or  duty  atatlona,  and.  In  caac  of  national  eaergency, 
for  the  esaainatlon,  proceaalng,  allocating  and  Induction  of  Selective 
Service  ragiatrante  Into  .the  amed  aarvlcea.— ^ 

Although  AFEES  haa  the  reeponaibillty  for  aantal  taatlng  of  all 
appllcanta  for  entry  Into  the  araed  forcea,  DoD  In  recent  yaara  haa 
allowed  the  Air  Force  and  the  Navy  to  conduct  their  own  taatlng  prograaa. 
The  Amy  and  the  Air  Force  Keaerve  and  National  Guard  alao  conduct  their 
own  aental  and  phyalcal  ezaalnatlona,  although  AFEES  facllltlea  are 
utlllaed  on  a "apace  available  and  convenience"  baala. 


y Irleflttg  by  Production  Hanageaent  Directorate,  USAKEC,  to  DMC  ataff, 
4 Feb.  1975. 
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Effcctlv*  1 January  1976,  cha  AFEES  will  aaauaa  Cha  full  rtaFtw- 

aiblllcy  for  tha  ASVAB  mantal  taatlng  of  all  appllcanca  (tscapt  for 

Any  a -d  Air  Forca  Raaarva  and  National  Guard  anllataaa).'^  Aaalatant 

Sacratary  of  Dafanaa  QMRA)  Ullllaa  K.  Brahai  haa  alao  dlraccad  that 

tha  Sarvlcaa  tracafar  tha  "nacaaaary  raaourcaa”  to  AFEES  for  tha 

accoapllahawnt  of  thla  tank.  Thla  Incraaaa  could  raault  la  additional 

AFEES  altaa  and  dlffarant  or|anlzatlon;  hovavar,  aa  of  1 Sapt.  197S 

2/ 

apaelflc  auisiantatlon  plana  hava  not  haan  laauad.-' 

OSAREC  AVF-ara  Chanaaa 

Savaral  aajor  ehangaa  occurrad  In  tha  USAIEC  atructura  dorlac  tha 
AVF  yaara.  In  addition  to  anaualnp  operational  control  orar  tha  "canaaaaar" 
prograa,  USAREC  alao  avolvad  tha  Araa  coaaind  (0-3),  froci  nhac  pravloualy 
had  bean  a Sactor  Suparvlaory  poaltlon  for  a aanlor  Enllatad  iiaa.  During 
thla  procaaa,  tha  nuabar  of  arena  waa  Incraaaad  froa  179  to  ZSd.^ 

During  thla  aaaa  parlod,  although  thara  la  no  dlract  raaponalblllty 
within  tha  Aray  civilian  Sacratarlat  for  USAREC  oparatlona  lad  pollclaa, 
thara  waa  a high  laval  of  paraonal  Intaraat  and  Involvaaant  by  tha 
Sacratary  of  tha  Any,  tha  Aaalatant  Sacretar/  of  tha  Aray  OMA)  and 
hla  ataff. 


\J  Information  provided  by  Mr.  Don  Srull,  DASD  (Manpower  Requlreaanca  and 
Analyala). 

2/  Aaalatant  Secretary  cf  Defenae  (M&RA),  Meaorandua  for  Aaalatant 
Secretarlea  of  tha  Military  Department  (M&RA)  of  June  9,  1975,  Subject: 
"Enllatad  Acceaslon  Froceaelng". 

3/  Statement  of  Major  General  John  Quint  Henlon,  Comaandlng  General, 

U.S,  Army  Recruiting  Coesnand,  "Hearlngr  before  and  Special  Reporta  made 
by  Committee  on  Armed  Services  of  t'.ie  House  of  Representatives  on  Subjects 
Affecting  the  Naval  and  Military  Establishments  1972,  op.clt.,  p.  8421. 
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ktmt  H«tton«l  Gu«rd 

th«  Anqr  national  Guard  bagan  to  faal  eha  a( facts  of  tha  la- 
pandloi  and  of  tha  draft  in  1972  whan  Its  atrangth  dipped  to  a law 
of  9AS  of  tha  Congrasslonally  authorliad  atrangth.— ^ In  raaponsa, 
a racrultlng  organlcation  began  to  cake  shape.  Additional  Arsf 
Guard  tcclmlelans  ware  authorliad  to  assist  each  state's  Raerutcliv 
and  kacantlon  Offlcar.  Individual  aan-daya  ware  allocatsd  to  e-eh 
stats  for  the  purposa  of  recruiting.  Cuardanan  ware  asalgnad  to 
ttiaMrous  active  Arap  InaCallatlona  as  counaelnra  to  recruit 
patsonnal  leaving  active  duty.  In  1973i  Guardawan  ware  asalgnad  to 

20  aetlva  Amp  racruitlng  cenCara  to  coordinate  the  lacrultlng  actlvlclas 

2/ 

of  Arwp  National  Guard  and  aetlva  Amp  recruiters.'' 

lacrultlng  la  cantrallp  coordinated  bp  the  Arap  National  Guard  bureau. 
Howavsr,  tha  Individual  stats  govenor  and  adjutant  general  eaerclaa 
covaand  over  tha  Guard  units  and  the  unit  racruitlng  prograaa  In  their 
stats  and  are  raaponalbla  fot  aalntalnlng  unit  strength.  The  technicians 
and  tha  allocation  of  Individual  nan-dspa  are  controlled  bp  tha  atata 
while  tna  carasr  counsslora  are  controlled  bp  U.S.  Amp  Forces  Coaauind 
(FOKSCOH).  The  liaison  Cuardsaan  at  tha  Racruitlng  Centers  are  under 
tha  supervision  of  the  eanesr  eonaiander.-^ 


y Background  Paper  provided  bp  Hr.  E.  Ulltcock,  Assist.  Fere.  Officer, 
Fare.  Olv.,  Amp  National  Guard,  August  '71. 

2/  Baaed  on  verbal  infomatlon  provided  bp  Hr.  E.  Ulllcock,  August  '71, 

3/  Circular  135-49,  Amy  National  Guard  and  Amy  Rceerve  Recruiting 
and  Retention  Prograa.  12  October  '72. 
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XfM  krmy  lM«rr«  b*t*a  to  *>;«Ticiie«  tha  affacM  at  tha  wd  at 
eha  draft  a bafora  It  actuallT  atoppad.  Tha  waiting  llata  sf 
MB  daalrlag  to  aallat  la  tha  Aiap  Raaatva  avaporatad  aad  alaea  thata 
waa  no  raemltlng  orfaalaatloB  la  axlataoea,  oalp  of  tte  aallatad 
aeeaaaioB  goal  tor  ft  72  waa  achlawad.  Tha  ahorcfall  waa  rmrf  critical 
to  tha  am-prlor  aarwlea  catagorp  whcra  oelp  24.6X  of  tha  goal  waa  ra- 


Vitb  tha  aaparlaaea  of  tha  ahortfall  of  ft  72,  tha  Arap  taaarva 
hagaa  to  coaatruet  Ita  raeniltiag  orgaalMtloa.  Anp  laaarwlata  oa 
twa-paar  aetlva  darp  toura  wara  flrat  atatloaad  at  aetlwa  Arap  laatal- 
latleaa  to  raenilt  paraoaaal  laawlag  aetlva  dutp.  Clvlllaa  taehalelaa 
authorltationa  wara  naat  placed  at  Amp  OoMral  Offieara  Coaaanda  (GOCCHa) 
and  D.S.  Arap  Kaaarva  CoManda  (ARCOHs)  to  coordinate  Raaarva  recruiting 
aetlvltlaaf  la  FT  73  additional  technician  authoriaatlona  ware  allocated 
to  Raaarve  ualta  for  tha  purpoaa  of  recruiting,  aad  Arap  Raaarvlata 
oa  two-paar  active  dutp  toura  wara  placed  at  aetlva  Arap  Dlacrlet  Xaerulelng 
Coaaand  haadquartara  aa  llalaon  with  tha  active  Arap  raeruttlng  effort, 
laaarvlata  wara  alee  aaalgnad  to  Ft.  BenlaalB  Rarrlaon  to  conduct  a aehool 
for  proapaetlve  Raeerve  raerultara.  fp  FT  7A,  laaarvlata  on  active  dutp 
toura  wara  atatlonad  at  Veterana’  Aaalatanca  Caatara  aa  raerultara  and 

y 

eouaaalora. 


1/  Baaed  on  Infocaatlon  raealvad  free  Capt.  Ipan,  Coaptroller  Dlvlalon, 
Office  of  the  Chief,  Arap  laaarva,  Auguat  1975. 

y Sunaarp  provided  bp  Colonel  landle.  Recruiting  and  Retention  Branch, 
Faraonnal  Dlvlalon, Office  of  tha  Chief,  Arap  Raiarva,  Auguat  1975, 


■ ■ H ^ 


Tha  ruponalbille;  (or  aalatalalns  tha  acranfth  of  Arajr  laaarva 
ualta  rattt  ulth  tha  ualt  caoBaadar.  To  aaaltt  tha  coaaandar,  tha 
Chlaf  of  ttia  Ara^  Raaarva  astabllahas  policy  and  provldaa  (uldarca 
OB  tha  racrultlnt  prograa.-^  Tha  ASCOl  or  GOCOM  to  uhlch  tha  ualt 
baloaga  aad  TOUCOM,  which  haa  tha  ratponilblllty  for  svarall  aupar- 
vlaloa  of  tha  racrultlag  prograa,  aoaltor  aad  aaa  tha  raerultlag 
aetlTltlaa.'^  Tha  raerultlag  orgaaliatloa  vlthla  tha  Any  taaarva 
la  illuttratad  aa  followai 


(taa  aaat  paga) 


y Tha  ataff  offlca  chargad  with  thli  taak  la  vary  aaall. 


y Circular  133-Af,  Aray  Rational  Guard  tad  Aray  Datarva  Raerultlag  and 
Ratantloo  frograa,  12  Octobar  1972. 
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PTt—nt  of  th«  N«v 


Tha  racniltlni  organlxatlon*  aad  atructurw  for  Cha  U.  S.  Navy 
undarwant  profound  chaogaa  during  tha  AVT  yaara.  Tha  ehaaa  for 
thaaa  ehangaa  waa  cantrallzatlon. 

During  tha  draft  ara,  tha  Navy  oparatad  aoat  of  thalr  racrultlng 
prograaa  out  of  tha  luraau  of  Naval  Paraonnal  aa  coordlnatad  but 
Indapandant  ataff  prograaa.  In  April  1971,  houavar,  tha  Navy  la- 
erultlng  Cc..  tand  waa  Indapandantly  aatabllahad  and  glvan  raaponal- 
blllty  for  agular  Navy  anllatad  racrultlng,  WAVZa,  and  Boat  offlcar 
prograaa  (0C8,  NtOTC,  Chaplain,  lagal  and  aviation).  At  that  tlaa, 
tha  racruitxant  of  Naval  doetora  atlll  waa  tha  raaponalblllty  of  tha 
■uraau  of  Madlelna  and  Surgary  and  tha  racrultiMnt  of  Naval  Acadaay 
Mldahlpaan  waa  tha  raaponalblllty  of  tha  Acadaay.  In  addition,  an- 
llatad raaarvlata  wara  balng  racrultad  by  tha  Chlaf  of  Naval  Surfaca 
Xaaarva  (for  aurfaca  unlta)  and  th>,  Chlaf  of  Naval  Air  Kaaarva  (for 
air  unlta). 

A furtbar  conaolldatlon  of  racrultlng  actlvltlaa  took  placa  on 
April  1,  1973  whan  tha  racrultlng  raaponalbllltlaa  for  anllatad  ra- 
aarvlata  (both  aurfaca  and  air)  waa  tranafarrad  to  tha  Navy  Racrultlng 
Caaaand.  Than,  In  April  1974,  tha  cnaaand  aaaunad  raaponalblllty  for 
Kadleal  Offlcar  raerultaant. 

Aa  atatad  by  Adalral  Graana,  tha  Conaandar  of  Naval  Racrultlng,  in  1972; 
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"Ha  ao«  liava  «hat  «•  call  ona-acop  raecuitlnf.  fhla 
aaaaa  tha  approachaa  to  tha  youth  aca  aada  to  racrult 
hla  for  any  activa  or  Raaarva  prograa,  anllatad 
or  offtcar,  rathar  than  having  aapareta  groupa 
going  aftar  thta  Individual,  and  poaaibly  eoa- 
potlttg  for  hla  In  tha  old  aathoda  for  tha  varloua 
prograaa." 

Although  Adairal  Craana  apofca  about  "ona*atop"  racrultlng, 

MO  axeaptlona  raaainad  in  affact  in  FT  76t  Naval  Aeadany  raeruitlng, 
and  racrultlng  of  prlor-aarvlca  paraonnal  for  tha  Naval  Raaerva  prograa. 

Tha  Coaaandar  of  tha  0.  S<  Navy  Racrultlng  CoMand  (a  Vtea  Adniral 
blllat  dovngradad  to  2-atara  In  Ti  76)  la  diractly  raaponalbla  to  tha 
Chlaf  of  Naval  Paraonnal.  Thara  ara  four  lavala  of  coanand  vlthin  tha 
racrultlng  atructurat  to  addition  to  tha  Haadquartara,  Navy  Racrultlng 
CoMand,  thara  ara  alx  racrultlng  Araaa  (down  frca  alght  la  197A  and 
aavan  la  197S).  Subordlnata  to  tha  Araaa  ara  A3  Racrultlng  Dlatrlcta 
(down  ona  fron  PT  75);  aubordlnata  to  tha  Dlatrlcta  ara  1,A7P  Racrultlng 
Statlona,  locatad  by  population  danalty  throughout  tha  Unltad  Stataa. 

In  addition,  tha  apaclal  Naval  Acadaay  prograa  la  tun  out  of  tha  Acadaay 
propar,  uhlla  tha  racrultaant  of  prior  aarvtea  paraonnal  for  tha  Raaarvaa 
la  haadlad  by  Raaarva  racroltara  aaalgnad  to  Naval  Raaarva  unlta,  ra> 
calving  only  ataff  aupport  froa  tha  hlghar  Raaarva  coaaanda. 

Tha  atruetura  of  tha  Navy  Racrultlng  Coaaund  la  dlagraanad  at 
follova;^ 

(■«•  n«st  p*s*) 


' :"h 


\f  BMrlnfS  btforc  th«  Houm  Aratd  S«rvle«a  CoMitt««g  op  dtp  ppa  8249-4250# 

2/  Data  provldad  by  H.  Lipaiag  Reaaarch  Oivlslonp  Navy  Racrultlng  CoiHund, 

8 July  1975. 
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313 

Statloo* 


• 

Districts 

8 

Districts 

1 

195 

Ststloos 

295 

itotloos 
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District*  Districts 
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ItStlOttS 


IN 

Itstless 


227 

ItStlOM 


Tte  Hsvy  teeruitlH  C«mmM  slso  tes  s eea^Iss  of  Mjor  stoff 
offlcM,  ilAlUr  to  Dot  mt  os  satsoslvo  os  tteoo  of  DtUtlC.  Tbo  foUoviot 
short  lllttstrstos  Cho  lory  toeroitl^  Coooood  hssfyiortsfo  ortoolsotiooi 
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mctAL  AssisTAjrr  rot  rnuiciAL  KAKAcmEirr 
iriCXAL  ASSttTAJfT  rOt  MtlOtm  AFfAIM 
iriCXAL  ASSI9YAVT  rot  MAJUCDfm  8HVXCt9 
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appolntarat  of  a Ganaral  to  ovaraac  raerultlns  aetlvltlaa  and  tha 
paraonal  Intaraat  of  tha  DCS/Manpoaar  and  tha  CoMandant  In  racrult- 
■ant  actlvltlaa  haa  alloitad  tha  Olractor  of  faraennal  Frocuraaant  to 
atrontl;  Influanca  tha  aetlona  and  actlvltlaa  of  tha  Dlatrlct  Dlractora. 

Thla  «aa  obaarvad  rapaatadlp  bp  EMC  ataff  paraonnal  In  vlalta  to  Marina 
Coipa  haadquartara  and  flald  racmltlnt  effleaa.  Furthar,  although  tha 
poaltlon  of  Dlractor  of  Faraonnal  Frocuraaant  aaa  "taaporary,  tha  flrat 
"taaporarp"  haa  baan  ra-aaalgnad  and  raplacad  bp  anethar  Irlgadlar 
Canarali  tbua  tha  currant  arrangaaant  la  llkalp  to  coatlnua  for  tha 
laaadlata  futnra. 

la  addition  to  providing  nora  coaaand  Intaraat  In  racrultlng  during 
tha  AFF  paara,  and  antherlalng  tha  plaanad  FT  76  aajor  raorganliatlon,  tha 
Marina  Corpa  la  1T73  dlractad  that  racrultaant  for  both  tha  aetlva  and 
raaarva  foreaa  ba  conaoUdatad,  Including  all  offlear  racmltnant  and 
tha  racrultaant  of  prior  aarvlca  paraonnal  for  tha  Karina  Corpa  haaarvaa.l/ 

Although  not  naarlp  aa  largo  or  coaplax  aa  tha  coaaand  aupport  alaaanta 
of  tha  othar  Sarvleaa,  tha  Marina  Corpa  nalntalna  a raaaonabla  ataff 
aupport  atructura  In  Uaahlngton.  It  la  dlagranad  aa  folloua:!/ 


y Aa  part  of  tha  Raval  Sarvlea  tha  Marina  Corpa  alao  partlclpataa  and 
banaflta  fron  tha  Naval  Acadanp  progran. 

y Infomatlon  provldad  bp  Major  Ullllan  Cllflllan,  tacrultnant  Branch, 
Baadquartara,  OSNC. 


^ ' 'k.  ■ ' " 

'V.  ■ ■ 1 


u - 


Lika  tlM  K«v7»  cIm  KarlM  Corps  oporatoo  vitti  four  rocrultlnc 
lovolf.  Tho  Oiocrlet  Dlroetors  ar«  rooponolblo  to  cho  Cn— ■mlint 
(tad  Motoa  eloat'  to  tha  Oiractor  of  Paraocmal  ProeuroMat); 

49  Major  Statiooa  ara  raapoaalbla  to  tha  Siatrieta;  whlla  aoaa 
1,093  aub<-atatioika,  paraaaafit  coetaet  atatloaa  or  tfr'analant  raeruitlng 
facilltlaa  ara  auparvlaad  by  tha  Major  Stattoni . 

Tba  orsaolxatioo  of  Marina  Corps  racmitlns  in  offset  in  aarly 
FT  76  (althoush  probably  balng  changad)  la  as  follovs:^ 


y Data  providadi  by  Major  Villlaa  Gllfillan,  Racrultaant  Branch, 
Baadquartara,  USMC. 
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141 
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froo8C*d  by  eh*  ehauf*  la  lUrlM  Cory*  l*«d*r*hly  (m*  CoaMMoAt, 

AM  DCS/KonyoMT),  dlroctlon*  mt*  iatuod  la  July  1875  ta  atady  *«u*  tmt 
Om  eoAblnlac  of  raerult  tralalat  aad  rocrultlaf  aetlrltlM  Mdar  tha 
*M*  cnianit.  If  fully  laylMMatad,  Khl*  will  aaan  tbat  tha  earraat 
CoaBaatflai  Caoarala  of  tha  Marla*  Cory*  lacrult  Tralalat  •*f*t#  (Major 
Gaaaral*)  at  San  Olafo  and  farrla  laland  will  ha  ratyoaalbla  both  for 
racruitlaf  aod  raerult  tralnlnt  for  thalr  aaetiori*  of  tba  eeantry.  Ihay, 
than,  probably  will  ba  ratpoaalbla  dlrtctly  to  tba  Coanaadaat. 
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D.  0.  S.  Air  Foret 

Total  Tore*  rocrultlof  for  tho  U.  S.  Air  Fore*  hao  aodaraona  tha 
laaat  dttr»t  of  ehangt  aaong  tha  four  Sarvlcaa  during  tha  ATF  yaara. 
Although  a aajor  txparlmant  vaa  conductad  to  taat  tha  concapt  of  cob- 
blnlng  Actlva  Forca  with  Raaarva  Forca  racrultl-^,  tha  taat  raaultad  In 
a continuation  of  tha  atatua  quo;  that  la,  aaparata  racrultiag  prograaa 
for  tho  Actlva  Forcaa,  Raaarvaa,  and  Air  National  Guard. 

Tha  najor  actlva  Air  Forca  racrultlng  organlxatlon  la  tha  0.  S. 

Air  Forca  Racrultlng  Sarvlca,  which  la  a najor  conponant  of  tha  Air 
Training  Connaod.  Both  connanda  ara  locatad  In  San  Antonio,  Taxaa. 

Tha  Air  Training  Connand,  aa  Ita  naaa  Inpllaa,  alao'la  raaponalbla 
for  all  baalc  and  tachnlcal  training  within  tha  Air  Forca. 

Tha  Air  Forca  Racrultlng  Sarvlca  la  raaponalbla  for  tha  following 
functional  prograna: 

Ragular  Air  Force  anllatad  (Including  wonan) 

Madlral  Officer  Racrultlng 
Nuraa  Racrultlng 


Tha  only  axcaptlona  to  thla  overall  active  service  responsibility 
of  the  Air  Forca  Racrultlng  Sarvlca  arc  tha  spaclal  racrultlng  pregraaa 
for  Air  Forca  Acadeny  cadata.  Air  Forca  ROTC,  chaplalna  and  legal  offlcars.l^ 
Special  braochea  within  the  offlrea  of  tho  DCS/F  ara  raaponalbla  for  Acadeny 


y Informatlop  provided  by  LtCol.  N.  C.  Mllanovltch,  Director  of  Personnel 
Plans,  Hceidquarters , USAF. 
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mat  $ns^  (•emltlnt)  «U1*  chapUlna  aod  lapal  efftean  aia  (aervltad 
bp  thalt  raapaetlva  mtmit  offlcaa. 

Durlsp  tlM  AVF  paarii  tUtra  waa  no  {undaaantal  ehaii(a  In  thaaa 
taapMialbiUtlM>  Tba  only  tapaet  of  tha  AV7  os  tha  Air  Vorea  racrulttng 
atruetura  waa  a ehanpa  Is  tha  authorlaad  nusbar  of  racrulttsg  atatlosa, 
wbieh  vara  inaraaaad  Is  FT  72  bp  lAA,i/  and  raductlona  Is  tha  aoparwlaorp 
lavala  of  Alt  Forea  raeruttlnp  which  wara  affaetad  In  FT  7C.  Thaaa  FI  7b 
actions  raaultod  In  a raductlon  In  tha  niaAar  of  Air  Forea  lacraltlsg 
Groopa  fro*  7 to  S,  and  tha  ntabar  of  Air  Forea  Sacrultlnc  Dataehawnta 
froa  AS  to  3tM 

Tha  orianlMtloB  of  tha  Air  Forea  laeraltlns  Sarwlea  can  ba  dlasraaaad 
as  followasi/ 


(aaa  following  paga) 


^ Ststaaant  of  Brlgadlar  Canaral  Conrad  S.  Allaan,  Coaaandar,  U.  S. 

Air  Forea  Racrultlng  Sarvtca,  "Haarlnga  bafora  and  Spaclal  Paporta  aada 
by  Conalttaa  on  Araad  Sarvicas  of  tha  Houaa  of  Papraaentatlvaa  on  Subjacts 
Affacting  tha  Naval  and  Hillcary  Establlahsants,  1972,  op  clt.,  p 8312. 

If  Data  providad  by  Col.  Wonaek,  Dlraetor,  Roerultlng  Oparatlona,  U.  S. 

Air  Forea  Recruiting  Service. 

3/  LcCol.  N.  G.  mienovltch.  Director  of  Pvraonnel  Plana,  Headquarters,  USAF, 
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thm  wlMliig  Mnictura  et  tin  Air  Matloiul  Guard  raeruttl^  fuaettos 
tatas  davtl^lag  ia  1972  aa  tha  and  of  tha  draft  «aa  aatletpatad.  Op 
to  that  tlaa  aach  Guard  unit  had  a racrultiog  and  ratastlos  wn  iri»aa 
function  «aa  prlnarll;  to  aanaia  tha  waiting  llata  of  proayacttva  as- 
llataaa.  Aa  tha  and  of  tha  draft  approaehad,  tha  waiting  llata  dla- 
a^aarad  and  for  tha  flrat  tina  Air  Guard  unlta  had  to  aetlwaljr  roerult 
now  garaonnal. 

During  FT  73  rarloua  Air  Guardanan  warn  placed  on  recruiting  dutp 
for  warping  parloda  of  tint  up  to  179  dapa.  Aa  avldancad  bp  a dacllna 
In  tha  parcantaga  of  anllatad  non^rlor  eorvica  racrulta  antarlng  under 
thla  apataa,  a now  approach  waa  neadad.  It  waa  than  dataralnad  that 
aalactad  Air  Guardanan  ahould  ha  placed  on  a ona-paar,  ranawnblai  aetlwa 
dutp  tour  with  aach  flplng  unit  tor  tha  tola  purpoaa  of  raerultlng.  Ip 
FT  7A,  thla  waa  locraaaad  and  twu  racrultara  woro  aaalgnad  to  aach  of 
tha  91  Air  Guard  flplng  unlta,  ona  racrultar  to  aach  of  flwa  largo  aetlwa 
Air  Forea  Inatallatlona  and  ona  to  aach  of  2S  gaographleallp  aaparatad 
unlta  for  a total  of  212  full  tlaa  racrultara.—^  Thaaa  racrultara  aura 
raapoaalblo  to  thalr  unit  eotaauidar  and.  through  hin,  to  tha  atata  Adjutant 
Ganaral. 

The  Air  Forca  laaarwa 

Dntll  FT  73  tha  Alt  Force  Raaerwa  had  no  paraonnal  perfomlng  a 
raerultlng  function  bacauaa  of  tha  nuabara  of  drtfc-notlwated  nan  daalrlng 

^ Far  Capt.  I.  Boatatlar,  Paraonnal  Frocuronont,  Air  National  Guard 
Bureau,  Auguat  1973. 
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•ntry.  With  th*  and  of  tho  draft,  full-tiaa  Air  lararra  Tfhatrln 
■(•Igtiod  to  Air  laoorra  ualto  and  aaalatad  by  part-tlaa  laaaialata 
wara  {Ivan  tha  raaponalblllty  for  racniltlnf  and  wara  aecovatiUa  to 
thalr  unit  cnniidara.  Aa  arldanead  by  a tuccaaa  rata  of  only  tl.lxV 
of  tho  FT  7A  anllatad  aeeaaalon  goal,  thla  atruetnra  did  not  tntfora 
adaguataly. 

■y  FT  7S  tha  nunbar  of  full-tlaa  poraonnal  lavolrad  «lth  nernltlng 
had  doublad  and  tha  anouat  of  tlaa  balng  ayaat  on  raetultlag  by  yart-tlan 
raaarvlata  had  Incraaaad  by  SOX.  Tha  racrultlat  ataff  naa  anpandad  at 
AT  AaaarTt  haadquartara  and  tha  ataff  lacraaaad  at  aaeb  of  tba  thraa 
laaarra  raglon  haadquartara.  Caraar  eeuaaalort  nnrn  naalgnad  ta  lajet 
actlva  Air  Forea  laatallatlont  to  raerult  paraonaal  laavlag  aatlra  doty 
and  additional  taaaraa  raerultara  nora  aaalgnad  to  largo  natrapolltan  araat. 

Tha  ralatlonahlp  of  AF  gaaanra  raeniltlng  funetlona  la  aban  baloof^ 


(gaa  naat  paga) 


y Col  Tlchard  Hlla,  Acting  Daputy  Chlaf,  Faraonnal  DlTlalon,  Offlca 
of  AF  Raaarva,  Itr.  to  AF/DPXXS  datad  24  July  7S. 

y Haj  S.  Barr,  Faraonnal  Dlvlalon,  Offlca  of  AF  Raaarra,  Aogut  197S. 
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Uhll*  Mch  unit  coiwndar  it  raipondbl*  for  aointolnlnt  the  otroncth 
of  hlo  unit,  tharo  aro  ataff  offlcaa  at  all  lavala  of  A7  Reaerve  to  aaalat 
and  aonltor  hla  atatua.  A aaall  racrultlng  and  ratantlon  office  exlata 
at  AF  Raaarva  beadquartara  to  develop  policy  guidance,  and  a ataff  at  each 
of  the  three  Raaerva  raglona  In  the  U.  S.  coordlnataa  recruiting  actlvltlaa 
ulthln  that  region. 

The  cn—atider  of  each  region  nay  redlatrlbute  funda  and  recruiting 
paraonnel  within  that  region  If  the  need  exlata.  Recruiting  paraonnel 
■ay  elao  be  ahlfted  between  raglona  If  the  coaaandera  Involved  agree.  If 
a particular  unit  needa  additional  funding,  auppleaental  funda  aay  be 
■ade  available  from  AF  Reaerve  headnuertera.— ^ 
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V MaJ.  S.  Barr,  Paraonnel  Divlalon,  Office  of  AF  Reaerve,  Auguat  1975,  I • 
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Iba  fuadaMOtal  question  that  should  hs  snsttsrad  by  ths  MC  coocsrnlnc 
rscrultlnt  orgsnlxstlonsl  structurss  Is  whsthar  ths  vldsly  dlffsrsnt 
structuras,  nlaalona,  chains  of  coaaaod  and  basic  raerultlns  phlloaophlas 
f**l-**t  optlnun  In  afflclant  Total  Tores  racniltlag  ptograna;  or, 
conraraaly,  idiathar  tha  praaant  structuras,  nlaalona,  chains  of  eonnand 
and  basic  racrultlng  phllosophiaa  allow  for  eonstructlTS  ehangas  ahlch 
would  battar  raflact  tha  Sapartnant  of  Oafanaa'a  coanltaant  to  tha  abova 


prlnelpla. 


COKtrSlOH 


Tha  autbora  ballaaa  that  tha  Dapartaant  of  Dafanaa  and  tha  Sarrlcaa 
hava  anda  coBandabla  prograsa  during  tha  AVT  yaara  toward  achlavlng 
organisational  structuras  lAlch  support  tha  Total  Tores  eoncapt  and 
ara  affactlva*  Howavar,  chars  ara  aavaral  araas  in  which  tha  authors 
subalc  Chat  furthar  laprorananca  can  ba  nada.  Accordingly,  tha  following 
altamaclvaa  and  raeoMandatlons  ara  aubalttad  to  ths  EMC  for  con- 
sldaratlon. 


ALTIUATmS 

Tha  purpoaa  of  this  aaetlon  la  to  Identify  and  dlaeuss  warlous 
altamatlTS  pollelas  concamlng  racrultlng  organisational  structuras. 
A.  Scops  of  Aaaponalbllltlaa  In  gacrultlng  Proarana 

Thsra  la  a wlda  dlvsrganca  within  tha  four  Sarrlcaa  concamlng  tha 
scops  of  raaponalblllty  of  thslr  na]or  racrultlng  prograns. 
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of  rocrultlni  unit*,  eoapononto,  or  Sorrlcoo. 

Altotnotlvo  1 would  continue  prooont  pollcloo  without  oltnlflcont  change. 

The  adventage  of  t>.la  altamatlva  la  that  It  would  racognlia  tha 
continuing  atata  of  organlaational  changa  which  haa  bean  proaiptad  by  tha 
eonaltnant  of  tha  country  to  the  AVP  concept.  It  alao  would  rataln  tha 
prlna  raapooalblllty  for  datemlnlng  tha  baat  poaalbla  organlaational 
atructura  with  the  Service  or  cooponent  which  la  ceiponalhla  for  ra- 
crultlng  now  acceaalona. 

Tha  dlaadvantagaa  of  continuing  with  tha  currant  pollclaa  Includa 
a dagraa  of  duplication  and  Inefficiency  which  taka  place  whan  aaparata 
raerultlng  prograna  - each  directed  at  tha  leae  general  targeta  - are 
•alntalned. 

further,  tha  overbalancing  of  atructura  for  active  aarvlca  re- 
cruiting actlvltlaa  In  the  Amy  and  Air  Force  ralaaa  a quaatlon  con- 
earning  Che  coonlmant  of  Cheae  Sarvlcaa  to  Total  Force  raerultlng. 
Altamatlva  1 would  conblne  active  and  raaerve  recruiting  actlvltlaa 
within  each  Service. 

Both  Che  Marine  Corpa  and  the  Mavy  have  denonscratad  Chat  active  and 
raaarve  recruiting  actlvlclea  can  be  aucceaafully  cooblned,  with  m- 
aultlng  afflclenclaa  In  aupervlaory/nanagaaent  paraonnel,  raaourcaa,  and 
without  apparent  loaa  of  eaphaala  on  raaerve  recruiting  prlorltlea. 

Tha  dlaadvancagea  of  thla  alternative  for  tha  Amy  and  tha  Air  Force 
would  be  a concern  that  reserve  recruiting  night  be  de-eophealred,  elthsr 
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duzt^  tlw  prMcnt  p«*cctlM  raeruiclng  avitonscat,  or  durlsg  a «ar- 
ttea  aeaaarlo.  TUa  concara  can  ba  ovarcoaa,  hoMcvar,  bp  aanagaunt 
pollclaa  idtlch  anaura  continuing  priority  attention  for  Raaarve  recruiting 
during  all  contlnganclaa. 

Altamatlva  3 would  go  ona  atap  further  and  conblna  the  racrultaant 
raaponalbllitlaa  for  tha  Arap  Rational  Guard  and  the  Air  Force  Rational 
Guard  with  tha  Anp  actlva-raaerva  and  tha  Air  force  actlva-resarva 
recruiting  prograai. 

In  addition  to  the  advantagaa  and  dlaadvantagaa,  cltad  for  aetlvc-raaarva 
racrultlng,  tha  aajor  advantage  of  "one-atop"  Total  Force  recruiting  bp  each 
Sarvlea  would  be  a raaultlng  Incraaae  In  tha  degree  of  “Service-wide'' 
contact  with  tha  target  population. 

The  anjor  diaadvantage  of  "one  atop"  ToUl  Force  recruiting  for 
tha  Amy  and  Air  Force  la  chat  the  Involveaent  of  tha  Depactaenc  of 
Oefenaa  In  Rational  Guard  operaclonal/adalnlecratlve  reaponalbilltlae 
would  cauaa  ilgnlflcant  political  turaoll  which  could  reault  In  over-all 
hara  to  Che  Servlcea  and  theli  i-eerulclivi  prograaa.  Further,  the  different 
"character"  of  tha  Rational  Guard  unit* , with  their  State  reaponeibllltlea 
In  addition  to  their  Total  Force  coaettaenta,  alght  be  dlalnlahed  In 
"one  atop"  recruiting. 

Alternative  i would  be  the  ultlaate  In  "one  atop"  recruiting  - the  coabina- 
tion  of  all  current  Service  recruiting  prograai  Into  one  "Furple  Suit"  or 
clvlllanlred  recrulcnenc  prograa. 
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Tha  adv«nt«gM  of  such  « structuro  could  bo  tho  potosClol  coot  oad  aon-* 
povor  oovlngt,  portlculorly  in  ovothood,  ouporvloloo  oad  iupport*  which  would 
rooult.  Tho  ”Purplo  Suit**  concept  oloo  would  allow  tho  groatoot  dogroo 
of  aanagoaont  floxibility  in  support  of  a Total  Fores  rocruitaont  program. 

Tho  aajor  diaadvantagoa  of  **Purplo  Suit**  rocruiting  would  bo  tho  loss 
of  tho  distinctivo  Sorvico  idontificationa  and  tho  advantagoa  of  coapsti- 
tion  botwoon  Sorvicoa. 

UCOMCERDATION 

That  tho  tl.  S.  Nairy  and  tho  S.  Marins  Corps  continue  thoir  prograao 
of  activo-roaorwo  rocruiting  and  through  csntraliaod  aanagaaant  Join  tho 
currently  indopondoat  Nayal  Acadoay  rocruiting  and  prior-aorrleo  roaorvo 
rocruiting  prograao  thoroto.  That  tho  Navy  and  Marina  Corps  continue 
poraanont  pollclsa  which  snsurs  that  appropriate  psrsoniMl  and  other  ra- 
aourcea  are  coaaltted  to  the  reserve  and  apodal  recruiting  pregraas  in 
all  future  contingencies. 

That  tho  U.  S.  Aray  and  U*  S.  Air  Force  first  adopt  the  concept  of  a 
*'ono-atop*'  active  recruitlog  prograao  by  coablning  tho  various  independent 
rocruiting  prograao  with  thoir  aojor  rocruiting  organlaationa.  Forthor» 
that  after  a reasonable  period  of  experience  with  **one-atop”  active  rocruiting 
prograao,  that  tho  active  prograao  bo  coabined  with  the  fteeerve  recruiting 
oetivitiee,  ensuring  that  appropriate  personnel  end  ether  raeoureaa  are 
comltted  to  the  reserve  end  special  recruiting  prograae  In  all  future 
contingencies.  Leet,  that  e special  Study  Group,  conalatlng  of  State  and 
Tadaral  officiala,  be  aatabliahed  to  dataralna  the  feasibility  of  coablning 
National  Guard  rocruiting  activities  with  activa-raoarvt  prograao  in  support 
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of  elM  fotoi  forto  eeneoft* 

I*  fMBogTioory  lo»olo 

tlwro  tto  aojor  cootrooto  la  tha  noabor  of  suporr^orf  or  r naaanif 
ocImU«w  iM  tbo  aojor  roeroltlac  ■Iwonf , «•  tha  follow^ 
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Qaica  StatiOM  Sob*  I Stacioaa  Oaleo  Ualto 

Statloaa 


oe  tha  four  mjor  tacroltlag  oriulutlou,  ooly  tha  Anqr  (DSaUC)  haa 
Him  lavala  of  eoKaial,  tlia  raaatnint  Iwaa  fcrur  lanla.  Turthar,  althou(h 
clMlr  Imla  lim  rwi«Uy  tha  aaM  raaaonaibiUtlaa  (with  tha  axcaptlon 
af  tha  SupanriaotT  laral  ahara  tha  Aiap  haa  aaeahllahad  Axaa  CommUtt), 
tha  organiiatlona  hava  not  adoptad  aiailar  noaancXatura,  with  tha  Aray 
iaglon  cornaponillng  to  tha  Xavy  Araa,  cortaapondtag  to  tha  Marina  Corpa 
Dlatrlet,  norraapondlng  to  tha  Air  Forca  Croup. 


J/  Although  Bnlt  Coawndara  ara  prlaarlly  raaponalhla  For  aalntalnlng  Dnlt 
atrangth,  policy  guldanca,  aupport  and  aoaa  dagraa  oF  auparvlalon  ara  provided 
to  Unit  raerultaant  OFfleara  Froa  Ovarall  Hanagaaant  lavala  at  tha  Matlonal 
Guard  teraau  and  laaarva  hFghar  coaaand  haadguartara. 

2/  Xacrultara  at  Cnlta  racalva  policy  guldanca.  aupport  and  ao*a  dagraa 
OF  euparvlatoa  froa  IntaraadUta  Managaaant  lavala,  conalatlng  cF  Stata 
Adjutant  Ganarala,  and  laaarva  AgCOHa/COCOMa/taglona. 
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Thli  I«ck  of  ualfonlcf  tloo  1«  opporont  lo  boundarloo.  For  oiMplo, 
tho  M«v7*a  Aroa  Thraa  roughly  corraapooda  to  tha  Ar«y'a  Southaaatara 
Kaglooal  Kacrulting  Coaaand;  both  ara  cooBaodad  by  0-6  offlcars*  Tat, 
tha  Aray'a  Southaaatam  Raglooal  Conand  includaa  tha  atataa  of 
Kantucky,  Virginia  and  Vaat  Virginia,  and  tha  Navy'a  Araa  111  doaa  not. 
In  contraat,  tha  Kavy  Araa  Includaa  Mlaalaalppl  and  all  of  Tannaataa; 
tha  Aray  taglon  Includaa  only  a portion  of  Tannaaaaa.  Thla  nlaiiatch 
batvaan  Sarvlcaa  la  apparaot  at  all  raerultlng  lavala  jf  auparvlalon, 
and  at  aany  aajor  racruitioc  alcaa. 

Tha  ouabar  of  auparviaory  coaaandara  and  tha  nuabara  of  oparatlof 
raerultlng  offlcaa  alao  llluatrata  a graac  dlffaranca  batvaan  tha  four 
aajor  raerultlng  prograaa. 


O.s.  Navy  Air  Foret 

OSAKEC  Racrultlna  Coaaand  Itacrultlna  Sarrlca  Marina  Coma 


■unbar  of  Iacar«odiata 
Managanaot  Offlcaa 

1 

5 

6 

i 

S 

■uabtr  of  Optratlonal 
Kanagaaaoc  Offlcaa 

64 

43 

38 

49 

■unbar  of  Suparvlaocy 
Managtaaoc  Offlcaa 

26S 

- 

- 

- 

Ntabar  of  Oparatlog 
Raerultlng  Offlcaa 

1.531 

1,479 

1.046  \ 

1,254 

Aa  thla  chart  llluatraeaa,  vhlla  tha  /ray  haa  aatabllahad  approalaataly 
22X  of  chair  offlcaa  for  auparvlalon,  both  tha  Navy  and  tha  Harlot  Corpa 
uclllsu  approalaataly  3Z,  vhlla  tha  Air  Foret  utlllzet  42.  Evan  If 
tha  Army  aboliahed  chair  Araa  Office  Coaeanda  (263).  their  parcancaga 
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of  ■uporvlalon  wuU  still  be  cha  highest,  although  only  sllghtlir  (4.41). 

Miataaa  thsss  cosMuts  concerning  supsrylsor;  lavels,  soMsclatura 
and  boundaries  Include  the  Navy  and  Marine  Corps  liaserves  (because 
of  the  Total  Force  recruiting  prograaa  within  these  Sarvleas),  the  situ- 
ation for  Che  Any  and  cha  Air  Force  National  Guard  and  Keaarve  la  gulte 
different.  With  rssponalblllty  for  recruiting  vested  In  Vnlt  Coaaaiviars, 
there  are  sssenelally  no  fomal  recrulclrg  supervisory  lavels  within 
thaaa  prograaa,  although  policy  direction,  guidance  and  aoaa  recruiting 
support  are  furnished  by  higher  headquarters. 

Altematlva  1 would  continue  present  pollclas  without  significant  change. 

The  aajor  advantage  of  this  alternative  would  be  to  retain  the  aange- 
nent  prarogetlvea  of  each  progrsa  during  this  period  of  organlxational 
turaoll  and  transition. 

The  aajor  disadvantage  concerns  what  nay  be  both  an  overabundance 
of  suparvlslon  (with  resulting  coats)  In  tha  Amy’s  active  forces 
recruiting  prograa  and  an  apparent  absence  of  adequate  aupervlelon  In  the 
Amy's  and  tha  Air  Force's  Guard  and  Xaserva  rscrultlng  progress. 
Altarnatlva  2 would  establish  DoD-wlda  standards,  concerning  cha  nuabara 
and  relative  staffing  of  suparvlaory/ovarhead  functions,  leasonable 
flexibility  would  ba  ratalnad  by  tha  Services  and  coaponants  within  thaaa 
guidelines. 

Tha  advantage  of  this  altamatlva  would  be  tha  achlavaaent  of  a 
batter  balance  between  tha  various  prograaa  in  rsaourca  allocation,  with 
a resulting  stronger  coanitaent  to  tha  Total  Force  concept. 

The  disadvantage  would  be  the  restrictions  placed  upon  each  Service 
to  sanage  their  own  program  in  a flexible  manner  in  order  to  meet  the 
challenges  of  Che  times. 
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Alfnutlv  3 wsuld  ttandardlt*  Sarvlc*  racrultlng  noMBClatur*  and 
boundarlaa , 

Tlw  advantaga*  of  standardlaatlon  would  ba  raflactad  In  battar 
■anagawant  control,  aarkat  raaaarch,  and  allocation  of  raaourcea. 

Tha  dlaadvantaga  concamlng  nowanclatura  would  ba  tha  aapactad 
confualon  that  would  raault  during  tha  tranaltlon  parlod.  Tha  dlaad- 
vantagaa  concamlng  tha  atandardlaatlon  of  boundarlat  would  ba  tha  rawoval 
of  aaeh  Sanrlea'a  nanagawant  flaxlblllty  which  In  tha  paac  haa  of tan 
baan  raflactad  b;  Incraaalng  or  dacraaalng  tha  location  and  acopa  of 
auparwlaory  offlcaa,  and  tha  aubatantlal  ra-prograaalng  coata  Inharant 
la  a awaalva  Intar-aarwlca  boundary  raadjuataant  prograa. 

Altamatlva  * would  aatabllah  fliw  DoD-wlda  polltlaa  concamlng  tha 
maibar  and  ralatlra  atafflng  of  auparvlaory/owarhaad  functlona,  nowan 
datura  and  boundarlaa. 

Tha  adwantagaa  of  thla  altamatlva  would  ba  In  tha  afflclanclaa 
obtalnad  In  tha  araa  of  nanagawant  control,  raaaarch  and  allocation 
' ^ of  raaourcaa. 

Tha  najor  dlaadvantaga  would  ba  tha  total  ranoval  of  nanaganant 
flaalblllty  fron  tha  Sarvlcaa  and/or  conponanta,  and  tha  coata  Inharant 
In  tha  ra-prograanlng. 

UCOWOEXDATlOt) 

That  DoD  datamlna  atandarda  concamlng  approprlata  auparvlaory  lavala 
for  all  recruiting  prograna  “ regular  and  raaarva;  that  tha  Sarvlcaa 
utlllaa  thaaa  atandarda  In  budget  and  nanaganant  actlvltlaa;  and  that 
080  nonltor  and  ravlaw  tha  Sarvlcaa'  afforta. 
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ttec  DeO  esodtiee  a atudy  of  tha  faaaiblltt7  mi  eeata  of  la- 
fTOtwtm  eorcant  raerulcint  nnaanelatura  and  boyadartaa  to  enaann 
ataidarda.  If  tba  atudy  dataniaaa  that  altBlftcast  atflelaoetaa  aouU 
taaiilt,  that  OSS  ra^ra  tha  tarrleaa  to  tapltaaiit  tlM  adosttoa  of 
coaaoD  oaaanelatura  and  booadarlaa. 

C.  Baadauartara  Support 

daothar  aajor  eootraat  ahleh  daaarraa  dlaeuaalaii  tooearaa  tha  haad* 
qoartara  aupport  alMtnta  ahleh  ara  avallahla  for  tha  Saraleaa'  rarraltiag 
fuaetlona.  In  thin  ratatd,  thara  ara  too  aajor  eoatratta.  Is  both  tha 
Arajr  and  tha  Air  forea,  tha  aetlra  raerttitlng  prograaB  haaa  larga,  aophta- 
tieatad  ataff  aopport  alaMata  aa  part  of  thalr  haadquartara,  tBeXading 
raaaareh  and  aarkat  atudlaa  eapabilittaa.  to  eootraat,  oatthar  tha 
Air  Forea  laaaraa  and  national  Guard  oor  tba  Arajr  Saaarva  or  Matlooal 
Guard  racruitaant  prograiM  haaa  aap  eonaarabla  foraal  tuff  aupport  alaaMnta. 
la  all  four  progrtaa,  thara  ara  no  idantlf labia  raeruitliig  aupport  funetlont, 
taeapt  for  aaall  2-3  offlear  aaetlooa.  Thua,  uhatarar  aupport,  raaaareh, 
atudlaa,  ate.  ara  proaldad  for  Guard  and  Kaaarra  raerultlag  ara  prograMod 
ud  funded  alaauhara. 

gatuaao  tha  four  aajor  aettua  foreae  racrultlng  prograaa,  thara  alao 
ara  eontraatt  In  thalr  haadquartara  aupport  alaatntt.  With  ona  of  thalr 
four  aajor  Dlultlona  davotad  to  raaaareh  and  aarkat  atudlaa,  tha  Air 
Forca  hat  davotad  aora  ataff  attantlon  to  thla  aetlvltF  than  any  of  tha 
othar  thraa  Sarvlera.  Thara  alao  la  a aarkad  contraat  In  the  Managaaant 
Inforaation  Syatana  utllliad  by  tha  four  Sarvicaa. 
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Alfrn«tlv«  I «eu?d  contlnu*  ;r*Mnt  policies  without  slcnlflcsat 


The  advants|s  of  this  sltsrnstlws  Is  thst  It  would  sllow  ssch 
Ssrvlcs  sod /or  cosponeot  to  sstsbllsh  ssd  sslntsln  support  slsasnts  bsssd 
on  thslr  wlthln-Ssrvlcs  svslustlon  of  thslr  psrtlculsr  support  rsqulrs- 


Ths  dlssdvsntsfss  of  ths  current  policies  ere  thst  they  Ins^ultsbly 
provlds  support  end  rssssrch  services,  psrtlculsrly  to  ths  sxclnslon 
of  ths  Any  end  Air  Force  tlstlonsl  Gusrd  end  Reserve  rscrultlsf  propresw. 
further,  saong  ths  four  asjor  sctlvs  ssrvlcs  rscruitlnp  proprsas,  thsrs 
Is  a dupllcstlon  of  support  efforts,  psrtlculsrly  In  csrtsln  arses  of 
■srkst  rsassrch  and  sdvsrtlslnp. 

Alternative  2 would  rspulrs  ssch  Ssrvlcs  to  determine  Its  support  raqulre- 
mants  on  a conponant-by-coaponsnt  basis. 

Ths  advantspas  of  this  sltsrnatlvs  would  be  ths  rasultlnp  Ssrvlcs- 
wlds  blueprint  for  mors  officiant  support  of  ths  Total  Force  rserultlnp 


Ths  dlasdvantsge  would  be  the  removal  of  cut  rent  pcsropatlvaa  of  ths 
Services  to  sstsbllsh  their  own  levels  of  support  requiramsnts  for  ths 
active  and  reserve  components. 

Alternative  3 would  require  OSD  to  determine  the  requirements  for 
support  elements  on  a Servlea-by-Ssrvlca,  conponent-by-coaponent  basis. 

The  advantspe  of  this  elternetlve  would  be  the  resulting  blueprint 
for  more  efficient  support  of  the  Total  Force  recruiting  concept. 
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th«  dtaadvaataga  would  b«  th«  reaonral  at  currant  Sarvlea  pza- 
rotatlaaa  to  aataUlah  thair  om  lavala  at  aupport  (or  idMt  tl^ 
cosaldar  affactlva  aaBagaaant. 

Altamatlva  4 would  raqulra  aaeh  Sanrlca  to  laplaaast  Ita  own  or  the 
OSO  datamlnad  lavala  at  aupport  ragulraaMota  for  all  eoaposaota. 

fba  advaotaga  at  thla  altamatlva  would  ba  tha  raaultiog  gals  Is 
M9port  for  tha  Guard/laaarva  prograaa. 

?ha  aajor  dlaadvantaga  would  ba  tha  loan  of  Sarvlea  prarogatlvaa 
to  aat  thair  own  lavala  of  aupport  for  what  thap  conaldar  affaetiva 


Altamatlva  5 would  uaa  tha  OSD  or  Satvlca-prodoead  aupport  raqulraatsta 
aa  guldallnaa  only. 

Tha  advantagaa  of  thla  altamatlva  would  ba  tha  raaultlsg  aovaaast 
toward  a Total  Porca  concept. 

Tha  aajor  dlaadvantaga  would  ba  aa  for  Altamatlva  4,  above. 
Altamatlva  6 would  raqulra  OSD  to  allalnata  duplication  within  tha 
Sarvlea* a aupport  altaanta  bp  aaalgnlng  a Service  support  alaaant  to 
act  as  Exacutlva  Agent. 

Tha  advantage  of  this  altamatlva  would  ba  the  obvious  aavlnga  la 
paopla  and  nonep  pronptad  bp  tha  currant  duplication  of  afforts. 

Tba  aajor  disadvantage  would  ba  tha  raaoval  froa  Individual  Sarvleaa 
of  tha  apaclalisad  research,  aarkat  analpsla,  and  other  support  alaaanca 
which  are  unique  to  each  Sarvlea* a oparatlona. 
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UCattDBUTION 


That  aaeh  Sarrlca  ba  raquirad  to  dataialna  aupport  raquircaaota 
for  Ita  racrultaint  prograaa  on  a coaponant-by-coaponent  baaii; 
that  thaaa  raqulraaanta  ba  tubjact  to  OSD  ravlaw. 

That  aach  Sarvlea  ba  raquirad  to  utUlxa  tha  abora  aupport  roqulra- 
■aats  for  Ita  racrulcaant  prograaa  aa  guldalloaa  for  Sarvlca-wlda 
budgating,  atafflng  and  organltatlon.  That  Sarvtca  prograaa  In  achlavlng 
tha  raqulraaaata  ba  aubjaet  to  OSD  ranrlaw. 

That,  in  addition  to  tha  Incraaaing  dagraa  of  coordination  taking 
plaea  aaong  Sarrleaa  and  OSD,  OSD  conduct  a atudy  of  duplication 
of  funetlona  within  tha  Sarvlca'a  racrultlng  prograaa;  that,  if  tha  atudy 
dataratnaa  algnlfleaat  duplication,  OSD  appoint  tha  Sarvica  with  tha 
aoat  afficlaot  and  Total  Torea  orlantad  prograa  to  aarva  aa  bacutlra 
Agant  for  ita  own  and  othar  Sarvlcaa*  Total  Torea  racrultaant  prograaa. 

D.  Chaina  of  Coaaand 

Anothar  contraat  concama  tha  dagraa  of  coaaand  raaponalbillty 
within  racrultlng  prograaa.  Tor  tha  actlva  Aray,  tha  Navy  tod  tha 
Air  lorea,  thara  ara  aajor  racrultlng  coaaanda,  which  tra  two-atar 
blllata.  Tha  Karina  Corpa  utllliaa  ita  Dlttrict  Director  concept, 
with  racrultlng  guldanea  froa  tha  "taaporary"  Dlractor  of  Faraonnal 
Froeuraaant,  which  hat  to  travel  up  through  tha  DCS/Nanpowar  to  tha 
Coaaandant,  than  down  through  tha  Dlttrict  Dlractort  to  tha  Offlcart- 
In-charga  of  tha  Kacrultlng  Statlona,  who  ara  tha  key  tuptrvlaory 
alaaanta  within  tha  Marina  Corpa  recruiting  prograa. 

Thara  alao  it  a contraat  between  tha  Neaerva  and  National  Guard 
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In  tte  H**t  and  MmIm  Cotpa.  tha  aetl^  taeniltl>«  progsMa 
have  laaitrt  Taapooalbllltp  for  raaarra  racrateiat  aetlaittast  ttaia 
nltaaiag  eba  aalt  eoaaandaca  of  thia  taak.  Is  tiM  Az^r  aad  Als  Fszea 
teaaeva  as4  Hatlonal  Guarda  unlta,  tha  eanaasdara  ara  taapoaalbls  for 
nezaltiagi  hovaoar,  zaensitara  rccalva  poliep  itiidaaeo,  aapport  and 
aoa«  do(xao  of  dliractloa  frsa  hlghar  haadquartars. 

fhara  alao  la  a sarkad  contrast  batwaan  tha  Sarolcas  Is  tha  coasaad 
ralatlesshlp  batwaas  raerottisg  asd  tha  Initial  tralslsg  of  raerulta.  Is 
tha  Aisp,  tiM  rasponslbllltp  for  tralsloc  eosaa  undar  tha  Tralslsg  and 
Doetrlaa  Coaund,  a four-star  sa]or  coasaad,  while  USAKEC  la  respoaslble 
to  tha  Daputp  Chief  of  Staff,  Paraoaael,  Thus,  the  only  foraal  coasaad 
ralatlonsblp  between  tha  two  aaata  at  tha  Office  of  tha  Chief  of  Staff. 

Tha  ease  situation  la  true  for  the  U.  S,  Navy,  with  the  Chief  of  Naval 
Ziucatlon  and  Ttalalbg  (a  thrae-star  billet)  responsible  for  recruit  and 
"A"  achool  training,  while  the  Navy  Recruiting  Coasand  la  responalble 
to  the  Chief  of  Naval  Peraonnel.  In  the  Marine  Corps,  currently,  both 
tha  Cosundlng  Generals  of  the  Recruit  Training  Depots  are  responsible 
directly  to  the  Consandant,  as  are  tha  ala  District  Directors.  Under 
tha  proposed  rsorganlratlon,  however,  the  Coasandlng  Generals  of  the 
tacmlt  Training  Depots  will  ba  responsible  both  for  racrultlng  and  recruit 


training.  At  praaant,  only  tha  Air  force  has  tha 


ajor  Conaander  (Air 


Training  Conand)  rasponalbla  both  for  recruiting  and  recruit  training. 
Alternative  1 would  continue  present  policies. 

The  advantages  of  this  alternative  are  that  the  present  systen 
provides  adequate  results  and  there  would  be  no  disruptions  In  current 
organizational  responsibilities. 
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Tb*  Bajor  dlaadvantagw  of  tha  praaant  pollclaa  ara  both  tba 
dlf faring  dagraaa  of  cop  coMand  concam  and  Involvaaant  la  tha 
racrultlng  procaaa  and  tha  continuing  conflict  In  aoaa  Sarvlcaa 
batwaan  racrult  tralnara  and  raccultara  ovar  tha  trua  quality  and 
valua  to  tha  aarvlca  of  nav  accaaalona. 

Altamatlva  2 would  raqulca  all  Sarrlcaa  and  conponanta  tharaef  to 
anaura  that  racrultlng  raaponalblllty  la  aaalgnad  to  aanlor  coaundara 
with  claar  accaaa  to  tha  allltary  chlafa. 

Tha  advantagaa  of  thla  altamatlva  la  that  It  would  foeua  eniand 
attantlon  and  raaourcaa  on  a contlnuoua  baala  on  racrultlng  actlvltlaa 
and  problaaa. 

Tha  aajor  dlaadvantagaa  would  ba  In  tha  Aray  and  Air  Torca  G'lard 
and  taaarva  prograna  whara  It  would  raaova  racrultlng  raaponalblllty 
froB  Unit  CoBBandcra  — a ayataa  which  at  praaant  la  working  wall. 
Altamatlva  3 would  aaka  tha  aana  aanlor  Sarvlca  comandar  raaponalbla 
both  for  racrultlng  and  racrult  training. 

Tha  aajor  advantaga  of  thla  altamatlva  (aa  daaonatratad  by  tha 
Air  Torca)  la  that  It  aakaa  tha  aaaa  Sarvlca  CoBand  maponalbla  for 
tha  dallvary  of  a tralnad  accaptabla  product,  thus  ranovlng  tha  currant 
friction  aalatlng  In  tha  Amy,  Kavy  and  Harlna  Corpa  batwaan  tha  two 
alaiMota. 

Tha  Bajor  dlaadvantaga  of  thla  altamatlva  Bight  ba  tha  praaauraa 
on  tha  racrultlng  forca  to  sign  up  aora  saay-to-*rtln  accaaalona  rathar 
chan  aona  aan  and  wonan  who  night  ba  hardet^to-traln,  but  also  could 
naka  good  soldiers,  sailors,  narlnes,  almen,  ate. 
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nat  a aanior  coBBandar  In  aaeh  Sarvlca  ba  aecoidad  tha  prlerltlaa 
and  raaourcaa  and  ba  aada  raaponaible  for  tha  racrattlng  aettvltlaa  and 
coat  Banaga»nc  within  hia  Servlca,  including  tha  itaacrwa  co^onanti 
that  thin  reaponalbility  ba  aatanded  to  National  Guard  racruittng  aiAJact 
to  the  flndlnga  of  the  apaeial  Study  Croup  affort  raenaBtndad  aarliar. 

That  thla  Sarvlca  aanior  coaundar  ba  raeponaibla  for  both  racrulting 
and  racruit  training. 
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mcnrivt  scumnr 


mUs  Ih^ara  of  Saerultinf  Porjoniiol 

■ACnSdOW:  ClMalfleation  and  tltla  of  peraonsal  varp  froa  ooa 

Sarvlca  to  aaothar,  and,  vlthln  Sarvtcaa,  from  ona 
eoBponant  to  aaothar.  For  atandard,  papar  conaldara 
all  paraonnal  aaaignad  to  racrultlng. 

- Adjttataant  aada  for  AFEES  paraonnal.  Kathar  than 
count  all  within  Armf  total,  mllltar;  and  civilian 
paraoimol  apportlonad  aaong  all  Sarviena. 

- Fapar  aaaaaaaa  aaeh  Sarvlca  (Eagular,  Eaaarva,  Guard) 
for  FT  75  In  tama  of: 

o Total  paraonnal  aaalgnad  to  racrultlng 

o Eatlo  of  auparvlaorT/aanagaa«nt/aupport  to  field 
oparatlona 

o Total  productlvltT  factor  for  total  paraonnal  analgnad 

o Total  productlvltF  factor  for  paraonnal  aaalgnad  to 
flald  oparatlona  laval 

FIOBLZIf:  Tablaa  uaad  to  auanarlaa  and  ccapara  auparvlaor  to  flald 

ratio  and  productivity  factora  for  all  Sarvlcaa.  Draaatlc 
dlffarancaa  hacoaa  obvloua. 


ALTEUIATITES; 


CORCLDSIOH: 


BECOMfEiatATIOM: 


Tarloua  optlona  relating  to  laprovananta  In  racrultlng 
paraonnal  policies  by  Services  and  DoD  in  support  of 
support  of  Total  Force  concept. 

Sarvlcaa  have  aada  cnaaindabla  progress  during  AVF  In 
SMStlng  aecaaalon  raqulranants  but  new  Inltlatlvas 
naadsd. 

To  aaseaa  affeetlvenass  of  resources  devoted  to  Total 
Force  recruiting,  DoD  should  fully  Identify  total 
■an-^aars  utilised  to  produce  qualified  accessions. 

Standard  productivity  seasureaen't  systea,  expressed  In 
taras  of  specific  Job-related  quality  and  quantity  requlra- 
aents,  should  be  established.  Services  should  usa  thla 
systea  to  Achlevft  maxlauB  support  for  Total  Forca  cob- 
capt.  OSD  should  ravlsv  and  aonitor  Sarvlcaa*  afforts 
to  acblava  this  goal. 
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TABLZ  or  CONTEHTS 


THE  DEPAKTMEVT  OF  THE  ARMY. 

AFEES  STAFFUK 

THE  II.  S.  HAVE 

U.  S.  MAKIHE  CORPS 

DEPARTKENT  OF  THE  AIR  FORCE 

DISCUSSION 

ALTERNATIVES 

CONCLUSION 

RECOMKENDATIONS  


tECKUnMEKT  IN  THE  AEMSD  FORCES 


USEAKCH  FAPER  §2  - NUMBERS  OF  RECRDItING  FERSmEL 
tha  sy^an  of  porionnol  ■•■Igaod  to  roeruiting  hava  tneraaa^  al^l- 
floaotlF  4arlsg  tha  AVF  yaara,  although  tha  rata  of  iscraaaa  hat  not  baas 
aa  largo  aa  that  of  racrultlng  axpandlturaa.  Wharaaa  tha  total  isariiar 
of  raeruitara  for  all  Sarvlcaa  hold  ataady  for  tha  19(1-1970  daeada,— ^ 
tha  daelaton  to  adopt  an  AVF  raaultad  in  aajor  Ineraaaaa  in  Ff  72,^ 
with  gradual  ineraaaaa  tharaaftar.  During  tha  aaaa  pariod,  tha  National 
Guard  and  Raaarvo  initiatad  foraal  racruiting  prograna.  (There  were  no 
Guard/Reaerva  paraonnel  aaaignad  to  full-tlaw  recruiting  duty  during 
the  draft  era-) 

There  alao  vara  corraaponding  ineraaaaa  in  both  tha  aetiva  and  Guard/ 
Raaarva  aupport  and  adainiatrativa  paraonnal  lavala  (or  tha  raeruiting 
program,  with  tha  active  foreaa  recruiting  prograaa  in  FT  71  requiring 
12,000  paraonnal  for  aupport/adainiatrative  funetiona,— ^ bringing  tha 
total  nuabar  of  paraonnal  involvad  in  recruiting  activity  during  FT  74 
to  approxiaately  23,000  for  the  aetiva  prograaa  alone. 

The  coablned  Total  Force  recruiting  prograaa  of  the  four  Sarvicea 
during  FT  73  utillaed  29,173  aervlceaan  and  voaen  and  clviliana.  Their 
afforta  prodreed  706,299  aeceaaiona  for  tha  araed  forcea,  regular  and 
raaarva. 


^ Staaart  H.  Kaap,  "Productivity  of  U.S.  Military  Recruiting  Syateaa," 

Studlev  of  the  Preoldent'a  Coaaiaaion  on  an  All-Volunteer  Force.  Vol.  II, 
Noveaber  1970,  p.  IV-4-3. 

2t  Testlnony  of  Gen.  Robert  H.  Montague,  Special  Assistant  to  the  ASD 
(H&RA) , DoD  Appropriations  Hearings,  Subcoanittees  of  the  Comnittee  on 
Appropriations,  House  of  Represe.itstives,  93rd  Congress,  First  Session. 

_3/  Data  furnished  by  U.S.  Air  Force  Recruiting  Service  in  briefing, 

February  1975. 
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Th«  (rovth  In  pnrnonual  annlgncd  to  r«cniltln(  botwoca  borrlccs 
•nd  coapononti  hu  dlfforod  conoldorably,  aa  tha  follo«ln(  aactlens  vlll 
llluatrata.  (Hota:  The  nuabera  uaad  in  tha  followlni  aactloaa  vara 

furnlahad  by  tha  Individual  Sarvlcaa  and  coaponanta  at  dlffarlaf  polnti 
durlnt  FT  7S  and  aarly  FT  76.  Each  of  tha  Sar^caa  and  coapoaaata  uaad 
aoaavhat  dlffarant  daflnltlona  for  thalr  varloua  catagorlaa  af  cactultlnc 
paraonnal,  l.a.,  production  racrultara,  racrultara,  ean-raaara,  aupar- 
vlaora,  aupport,  ate.  For  purpoaaa  of  cotMonallty,  all  raeraitlat  par- 
aonnal atatlooad  at  tha  lovaat  organlcatlonal  lavala  within  aach  Service* a 
raerulrlng  prograa  have  been  eonalderad  aa  field  racrultlag  patananal. 

All  paraonnal  aaalfnad  to  alddle-laval  and  haadouartara  fif  rinna  ha*a 
baan  eonaldarad  aa  aanaganant/auparvlaory  paraonnal . ) 

Uhlla  an  abaoluta  conpa  .'laon  batwaen  Sarvlcaa  and  coapoaaata  la  not 
poaalbla  undar  tha  above  nathod  (it  would  tal:a  a careful  job  aaalyala  of 
each  poaltlon  within  each  recruiting  prograa),  tha  degree  of  variation 
batwaan  the  Sarvlcaa  and  the  coaponanta  ualng  tha  above  baiiadarfia  la 
auch  that  a general  conparlaon  can  be  defended. 

A.  Tha  Daeartaent  of  the  Arav 

BACEGROtnro 

The  United  Statea  Amy  Recruiting  Conaand  (USAREC)  la  tba  aalor  uaer 
of  recruiting  peraonnel  within  the  Oepartaent  of  the  Amy;  baaavor,  aa 
dlacuaaed  In  earlier  eectlona,  the  National  Guard  and  the  Amy  laaervea 
conduct  aeparate  recruiting  prograaa  which  alao  utlllta  rccnltlng  per- 
sonnel. Additional  peraonnel  alao  are  utilized  by  the  Unit  of  Choice 
Canvaaeer  prograa,  and  the  apeclal  officer  recrultcent  prograa  (West  Point, 
ROTC,  legal,  aedlcal  and  chaplain). 
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Thai*  was  a aubstaatlal  growth  In  cha  size  of  tha  total  racrulttng 
ferca  in  tha  FY  71  - fY  72  parlod.  Tha  graataat  Incraasa  was  In  the 
nusbar  of  racmltars.  In  FT  70,  there  were  2,969  recruiters;  by  FT  72, 
tha  nuzber  had  been  aora  than  doublad.  1/  In  taros  of  total  USAiUrC 
strength,  the  Incraases  continued  through  FT  73. 

Tha  OSABEC  personnal  ware  divided  into  two  categories:  Managerial 
and  SuFv  :rt  and  Operational  Kacruitlng.  The  FT  73  distribution  by  these 
categories  la: 

• MANAGERIAL  AMD  SUPPORT 


HQ  USAREC 

537 

- 

Regional  Recruiting  Cads  (3) 

816 

TOTAL 

1,353 

AFEES  (66) 

2,219 

- 

Recruiting  Support  Center 

153 

TOTAL 

2,372 

• OPERATIONAL  RECRUITING^/ 

District  Recruiting  Cads  (64) 

2,210 

> 

Area  Recruiting  Cads  (266) 

623 

• 

Recruiting  Stations  (1,630) 

TOTAL 

GRAND  TOTAL 

12.006 

y Ststeoant  of  Major  General  John  Q.  Henlon,  Commanding  General,  U.S. 
Any  Recruiting  Command,  Hearings  before  and  Special  Reports  made  by 
Committee  on  Aned  Services  to  the  House  of  Representatives  on  Subjects 
Affecting  the  Naval  and  Military  Establishments,  1972,  92nd  Congress, 

2nd  Session,  p.  8413. 

y USAREC  classifies  the  personnel  at  Cha  district  hdqts.  area  recruiting 
commands,  and  recruiting  stations  as  field  recruiting  personnel. 

1/  Data  furnished  to  DHC  at  USAREC  briefing,  24  June  1975. 
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In  order  to  gain  a loore  accurate  picture  of  the  Regular  Any  re- 
crultnent  progran  atafflng  requlreaenta,  adjuacaenta  aheuld  W «ade 
to  the  USAItEC  totala  for  the  Unit  of  Choice  Canvaaaer  progm*  the 
Special  Officer  Recruitment  programa,  and  the  proportion  of  AfCES 
atafflng  which  handlea  proceaalng  of  candldatea  for  the  other  Servlcea. 

Unit  of  Choice  Canvaaaera 

The  Unit  of  Choice  Caovaaaer  program.  In  which  operatlamal  unlta 
of  the  Regular  Army  utlllre  their  own  paraonnel  for  Unit  of  Cbotce 
recruiting  actlvltlca,  waa  Initiated  In  fT  72  In  order  to  ai^leaenc 
the  recruiting  acClvltlea  of  the  USAREC  ataff.  Up  to  FT  73,  the  Unit 
of  Choice  program  waa  looaely  coordinated  with  the  actlvltlee  of  the 
USAREC  recrultera;  however,  effective  January  1R73,  USAREC  aeei^ed 
operational  reaponalblllty  for  the  Unit  of  Choice  canvaaeere.  The  Unit 
of  Choice  program  reached  Its  peek  during  FT  74,  when  1,372  mae-yeara 
of  recruiting  activity  was  provided  by  Canvaaaera. 1.^  During  FT  73, 
however,  the  funds  for  Canvaaaera  were  curtailed  and  there  waa  a reduc- 
tion In  utilization  (122-339  depending  upon  month)  and  the  OMber  of 
man-year  poaltlona  allocated  (870),—^  In  FT  75,  the  actlvltlea  of  the 
USAREC  recrultera  received  approximately  230  man-yeara  of  eeelatance 
from  the  Unit  of  Choice  program. 

AFEES  Staffing  Adluatment 

The  Army,  aa  Executive  Agent,  provides  the  civilian  labor  force  for 


U Data  provided  in  Memo  prepared  for  the  DHC  by  Department  of  the  Army, 
DAPC-PSF-C. 

2/  Oa'^a  provided  to  DMC  by  USAREC  at  briefing,  24  June  1975. 


$ 


the  operation  of  the  66  A^ES.  If  theae  civilian  poeltlona  are  pro- 
rated aaoisg  the  Servlcea,  there  vould  be  a resulting  reduction  in  the 
site  of  the  civilian  work-force  at  AEEES  which  handles  Armp  recruit 
processing  from  1,003  to  7S1,  or  a net  reduction  In  the  USASEC  staff 
totals  of  2S2  civilian  spaces. 

As  the  allltary  officers  and  eon  froe  the  other  Services  assigned 
to  the  AFEES  (but  carried  by  USAXEC)  also  perfore  non-Aray  functions, 
their  totals  also  should  be  subtrsetsd  froe  the  USASEC  staffing  requlre- 
aents.  During  FY  75,  there  were  306  officers  and  aen  froB  the  other 
Services  assigned  to  AFEES,  but  carried  on  the  USAREC  roles.— ^ 

The  net  effect,  then,  of  the  AFEES  adjustaent  would  be  to  reduce  the 
OSAKEC  stuff  rcqulrcaencs  by  S5B  spaces. 

Special  Officer  Recrultaent  Progrsas 
Tha  five  special  officer  recrultaent  progrsas,  which  are  funded  end 
operated  separately  froa  CSAKEC,  alao  utilized  recruiting  personnel 


during  FT  75. 


Recruiting  Personnel  - Special  Officer  programs 
(aan-vears)  - FT  75 


West  Point 

ROTC 

Legal 

Medical 

Chaplain 


Total  314.1  nan-years 


1/  A full  explanation  of  the  pro-rating  of  AFEES  staff  aaong  the  Services 
in  contained  in  Section  B. 

2/  Ibid. 

3/  Data  provided  by  0A5D(M&RA)  Septeraber  1975. 
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Th«  U.  S.  Any  R«crultii:4  Command  (USAREC),  th«  Dnit  Cholc* 

Canvaiser  program,  th«  Spaclal  Offlcar  racniltaant  prognm  tad  AFEES 
paraonnal  all  ara  concarnad  with  racrulclng  for  tha  Ragalar  Army. 

Racrultmant  and  procasalng  for  tha  Army  National  Guard  mi  tha  Army 
Raaarvaa  ara  handled  aeparataly. 

Army  Katlonal  Guard 

gaginning  In  FY  72,  there  have  been  full-tlma  rccrulClag  parsonnel  In  tha 
Army  National  Guard;  however,  no  flguraa  ara  available  fm  FT  72.  Since 
FY  73  tha  Army  Guard  recruiting  structure  and  tha  number  of  man-years  being 
expended  on  recruiting  have  risen. 

Racrultlog  Paraoimal  In  Man-Year  Equlvalantai/ 


Individual 

2-Yaar 

Man-Yaara 

Tours 

T,ehnlel*n, 

Tom 

rr  73 

SM 

53 

130 

887 

n 

SOO 

70 

130 

1.000 

75 

979 

82 

78 

1.139 

Army  Raearva 

Beginning  In  FY  72,  the  Army  Reserve  aaalgnad  paraosmal  full-time 
to  tha  recruiting  function.  Tha  number  of  man-yaara  axpemdad  In  recruiting 
incraaaad  through  FY  74  but  showed  a alight  drop  In  FY  73. 


X/  Baaed  on  data  contained  In  a background  paper  provided  by  Mr.  E. 
Ulllcock,  Assistant  Personnel  Officer,  Personnel  Division, Army  National 
Guard,  August  1975. 


, • V, 


4 


4 
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Recruiting  Personnel  In  Man-Year  Equlvalw.. 

Individual 

2-Tc.r 

Man-Years 

Tours 

Technicians 

Total 

mz 

• 

32 

32 

; : ' ''.j 

niz 

164 

135 

384 

683 

. 

rm 

294 

155 

430 

879 

rt?5 

283 

146 

394 

823 

■ 

Suoury  of  Departucnt  of 

the  Amy  Recruiting  Personnel 

<FY  1975) 


USAREC  9,787 
Unit  of  Choice  Canvestcre  230 
AfEES  (pro-rated)  1,661 


Special  Officer  RccrultMnt 

314 

Army  national  Guard 

1,139 

Any  Reserves 

832 

TOTAL 

13,954 

EVALUATIOM 

The  Any  conaldera  the  personnel  at  District  headquarters,  Area 
recruiting  coomands  and  recruiting  stations  as  "field  recruiting"  personnel, 
and  the  personnel  at  the  five  Regional  Recruiting  Commands  and  USAREC  head- 
quarters as  supervlsory/nanagement  personnel.  Utilising  these  desigrations, 
(with  adjustments  for  AFEES),  the  ratio  of  supervisory/manageaient  personnel 
to  field  operations  for  Regular  Amy  Recruiting  can  be  determined. 


1/  Based  on  information  received  from  Capt.  J.  Meyer  and  Cape.  Sling, 
Personnel  and  Comptroller  Divisions,  Office  of  Chief,  Army  Reserve,  March 
and  August  1973. 


A-2 
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E<gul>r  Annr 

Ratio  of  Supervlaory/MAnaRcn«nt  PTiOtmal  to  fi>ld  Opgrationg 

Muabor  of  Supervisory/  Nuaber  of  Field 

Kenegeaent  Personnel  Operstioos  Recruiters  Ratio 

FT  75  3,167  8,261  1:2.6 

If  Unit  of  Choice  Canvasser  are  included  in  the  above  totals  of 
Production  recruiters,  the  ratio  would  be: 

FT  75  3,167  8,511  2.7 

Aney  National  Guard 

The  ratio  of  eupervisore  to  field  recruitinf  personnel  in  the  Aray 

national  Guard  has  shown  an  iaproveaent  froa  FT  73  to  FT  75,  priaarily  due 

to  an  increase  in  the  nuaber  of  aan-years  belnA  expended  by  recruiters. 

Ratio  of  Supervlaory/Manageaent  Personnel  to  Field  Operational^ 

Nuaber  of  Supervisory/  Nuaber  of  Field 
Msnageaent  Personnel  Personnel  Ratio 

FT  75  127  1,012  1:8 


y Baaed  on  inforaation  contained  in  an  Inforaatlon  Paper,  subj:  Reserve 

Coaponent  Recruiting  dtd  8 August  1975  by  LtCol  J.  Stevens,  Operations 
Branch,  Recruiting  and  Reenllscsent  Division,  Aray  Military  Personnel, 
August  1975. 


NOTE: 


Reserve  and  Guard  Totals  are  aan-year  averages  and  include 
officers  and  enlisted  on  active  duty  for  recruiting  as  well 
as  "Technicians"  who  are  officer  and  enlisted  Reservists  who 
hold  a full  tine  civilian  recruiting  position.  Totals  do  not 
Include  officers,  enlisted  or  civilians  who  provide  supervision 
or  support  as  an  additional  duty. 
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Ait  R««etv«» 

llw  ratio  of  supervlsoia  to  flald  raerultlnt  psraossal  Is  tha  katf 
■saarvtt  also  improvad  fros  FT  73  to  fT  73. 


Ratio  of  Supervlaory/Manaaeiient  Paraonnel  to  Flald  Operational/ 

Nuabar  of  Suparvlaory/  Huidicr  of  Flald 
Masatesant  Paraonnel  Paraosnal  Ratio 

FT  73  133  670  ItA.A 

Raenilta  par  Aceaaalon 

Tha  nuabar  of  aecataalona  for  aach  raerultar  In  tha  Aiap'a  FT  73 

Total  Forca  lacmltinR  prograa  can  ba  calculated  bp  ralatlnt  tha  staffing 

totals  for  aach  prograa  to  tha  actual  raerultlng  ratulta. 

Att  Total  Force  - Racrulta  par  Total  Raerultlni 
Paraonnel  Aaalanad  - FT  75 


Muab«r  of  total 

Proaram  racruitlna  peraoonal  Aceaaalona 

Ihfli^r  par  Racruitii^ 
oaraonnal 

USABEC 

(with  adjustaaota 
for  AFEES  and 
Unit  of  Choica 
Canvaaaera) 

11,9»2 

(209,000  n.p.a.) 
(8,176  offlcars/ 

*217,17^/ 

18.1 

kacf  National 
Guard 

1,139 

(33,672  n.p.a.) 
(35,780  p.a.)'*’ 

89,4522/ 

78.5 

Aray  Raaarva 

823 

(18,229  n.p.a.) 
(38,324  p.a.)^ 

56,5534./ 

68.7 

X!  Based  on  Inforaatlon  received  froa  Capt.  J.  Hepar  and  Capt.  Sling, 
Personnel  and  Comptroller  Divisions,  Office  of  Chief,  Army  Reserves, 
March  and  August  1973. 

2/  Regular  accession  data  froa  "June  Results  - FT  75  Totals,"  Issued  by 
OASD(HSRA)  in  July  1975. 

3/  Reserve  n.p.a.  and  p.s.  accession  data  furnished  by  Major  Byers, 
SAS0(H&RA) 


4/  Ibid. 


1 


Th*  mafc«r  of  accoatlona  par  flald  racrultlns  forca  alae  can  ba 


calculatad: 


laerulta  Par  Hald  Racrultlna  forca  - fT  75 


■uab«r  of  fiold 

Frotroa  rocruieina  Doroonnol 

Acc*««lono 

Xoabor  of  oecosolimo 
por  oortoa 

DSAUC 

(«rlth  Onlt  of  Cholca 
and  offlear  prograna) 

8,826 

217,176 

26.6 

Any  national 
Guard 

1,012 

89,662 

66.6 

Any  laaarvaa 

670 

66,663 

86.6 

In  auB,  during  Tt  7S,  tha  Anqr  utllltad  13,9S4  paraonnal  for  Total 
Torca  racrulclng  activity.  Thalr  afforta  produced  363,181  na*  accaaalona 
for  a Dapartnant-wlda  ratio  of  recruiting  pareonnel  to  accaealona  of  1 pec 


2( 


11 


».  i>FEES  Staffiia 

Military  ataffist  of  tha  AFEES  la  tupporcad  by  all  Sarvlcaa,  with 
ataffl!^  lavala  proportlonata  to  tha  Sarvleta'  projeetad  workload.  The 
Any  (DSASEC),  aa  Exaeutlva  Agant,  la  raaponalbla  for  clvtltas  atafflug 
at  ARBS. 

The  ry  15  aothorlaad  atafflng  of  AFEES 


Officer* 

E&lisCed 

Total  Kllltarv 

Clviiien* 

Total 

Aray 

159 

751 

910 

1,003 

1,913 

Mavy 

29 

98 

127 

127 

DSHC 

13 

44 

57 

57 

OSAF 

27 

95 

122 

122 

■ ' 

TOTAL 

228 

988 

1,216* 

1,003* 

2,219 

*Mn  IS  SA.7X  MU.ITAKT:  A5.2X  CIVILIAH 

Hhlla  tha  Axay.  aa  Exaeutlva  Agant>  la  raaponalbla  for  tha  civilian 
atafflng  of  AFEES,  tha  1,003  civilian  poaltlona  ahould  be  pro-rated  aaong 
tha  four  Sarvlcaa  In  order  to  portray  eac  Service' a contribution.  During 

FY  73,  tha  Army  provided  74. 8X  of  AFEES  allitary  atafflng,  the  !<avy  10. SX, 

2/ 

tha  Marina  Corpa  4.7X  and  the  Air  Force  lOX.— ' In  accordance  with  thla 
dlatrlbutlon,  tha  civilian  atafflng  leval  for  each  Service  would  be: 


Officers 

Enlisted 

Civilian 

Total 

Arvy 

159 

751 

751 

1,661 

Havy 

29 

98 

105 

232 

13 

44 

47 

104 

USAF 

27 

95 

100 

222 

T3J 

988 

1,003 

2,219 

1/  Data  aupplled  by  USAREC  at  DMC  briefing,  24  June  1975. 

2/  Percentages  of  oilltary  staffing  by  Service  provided  by  Production 
Hanagement  Directorate,  USAREC. 
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MOTE:  Th«  itaffing  contributions  of  th«  Ssrvlcss  wars  Istt  adjustsd  in  Juno 

1970.  At  th«  tiM,  thsrs  wnrs  titnificsnt  nu^srt  of  Stloctivo  Sonrico 
rtgistrsntt  being  processod  for  potfiblo  Induction  into  the  Any.  Ac* 
cordingly.  the  Army's  shsre  ss  of  thst  dste  wss  very  high.  This  shsre 
hss  not  been  sustsined  during  the  AVF  yesrs  sod  sn  sdjustaent  in  nilitsry 
•tsffing  by  Service  hss  been  requested  by  the  Any,  to  tske  effect  during 
FT  1976.  This  new  stsffing  psttern  will  sllocste  the  positions  In  sccor- 
dsnee  with  the  following  percentsgss:  Any  49X;  Nevy  18X;  Hsrlne  Corps  14X; 
sod  Air  Force  19X.~^  The  new  stsffing  psttsrns  represents  sbout  s 2SX 
reduction  for  the  Arwy,  with  proportions!  inerssses  for  the  other 
Services. 

C.  The  0.  S.  Msvy 

BACKGROUND 

The  ■sjority  of  recruiting  sctivlty  for  the  U.  S.  Hsvy  is  conducted 
by  the  Nsvy  Recruiting  Cotnmsnd.  The  only  exception  to  this  is  the  specisl 
recruiting  progrsn  for  the  Nsvsl  Aesdeny  end  the  Reserve  progrsa  to  recruit 
prior  service  personnel. 

The  U.  S.  Nsvy  Recruiting  CooBsnd  for  FT  75  wss  suthorlced  5,823 
positions. 


^ Dsts  supplied  to  DMC  by  Production  Hsnsgeaent  Dlrectorste,  USAREC. 

4-2 


*• 
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^1 


Th«  afaclflc  c«t«gorl<a  ot  podtlona  ««ra  aa  follow: 

0.  S.  Maw  Racmltlna  Cowand  - Authorlaad  Poaltlona  - Ft  15 


offlcara 
asliatad  aupport 
aaliatad  racrultara 
clvtllana 

Total 


S48 

1,236 

3,484 

555 

5,823 


Tha  Navy  Recruiting  Cowand  paraonnel  force  alao  can  ba  Identified 
by  operational  level,  vlth  tha  coaawnd  haadquartara  and  raerultlng  area 
ataffa  conprlalng  the  auparvlaory/aanagaaant  actlvltlaa  and  tha  dlatrlcta 
and  recruiting  offlcea  coaprlalng  tha  field  actlvltlaa  (production  ra- 
crultera) . 

billttad  Enllatad 

Offlcara  Support  Racrultara  Clvlllana  Totala 


Cotnand  Headquarters 

84 

113 

1 

196 

394 

Area  Staffs 

72 

51 

39 

12 

174 

Districts  and  Offices 

392 

1,072 

3,444 

347 

_L2«_2/ 

5,823 

For  the  yeara  prior  to  the  adoption  of  the  AVF  concept,  naval  recruiting 
paraonnel  totalled  about  3,200  (2,600  leaa  than  tha  FT  75  level).  However, 
with  the  connltBent  of  tha  Adnlolatratlon  to  Met  acceaalon  goala  with 
volunteara,  there  waa  a correapondlng  Increaaa  In  the  alze  of  the  Navy 
recruiting  force.  The  growth  waa  acconpllahed  In  FT  71  and  FT  72,  with 
tha  largeat  Increaaa  taking  place  In  enllated  recrultera,  whose  nuaber 


W Data  supplied  In  letter  of  6 March  1975  from  Director,  Plana  and 
Policy  Department,  Wevy  Recruiting  Command;  and  Lt.  Payne,  Naval 
Recruiting  Command  in  telephone  conversation  of  3 September  1975. 

2/  Ibid. 
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tr««  froB  2.298  In  TT  1970  to  a high  of  3,708  la  R 73  (down  to  3,444 
In  R 75).  During  this  aaaa  parlod,  tha  mnbar  of  anllatad  aupport 
paraonnal  grew  froa  laaa  than  500  In  R 71  to  alaoat  1,100  In  R 75. 
Although  thara  haa  baan  aona  adjuataant  In  tha  lavala  of  paraonnal 
within  aatagoriaa,  tha  total  laval  of  paraonnal  within  tha  Navy  Racrultlng 
Coaaand  haa  raaalnad  at  tha  5,800  plua  laval  for  tha  R 73  - R 75  period.— 
In  addition  to  authorlaad  racrultlng  paraonnal,  tha  Navp  Racrultlng 
Ccaawnd  haa  utilized  tha  aarvlcaa  of  apaclal  canvaaaara,  Including  a 
Halted  nuabar  of  offlcara  who  aided  In  tha  racrultAent  of  alnorltjr 
officer  candidataa,  and  recent  rccrulta  who  aided  recruiting  actlvltlca 
In  thalr  local  araaa  for  brief  two-waak  parloda.  Thla  lattar  prograa, 
entitled  tha  Racrultar  Aaalatanca  Prograa,  la  alallar  to  tha  Amp'a  Unit 
of  Cholca  Canvaaaara;  however,  thara  are  aavtral  dlffarancaa.  Including 
tha  abaance  In  tha  Navp  prograa  of  racrultlng  actlvltlaa  which  ara 
directly  ralatad  to  apeclflc  unite. 

During  tha  laat  two  flacal  yaara,  the  Navy  utilized  the  following 
nuabara  of  apcclal  canvaaaara: 

R 75 

Minority  Officer  Racrultara  10 

Recruiter  Aaalatanca  Prograa  2,090  ^ 

Although  tha  nunber  of  paraonnal  In  the  Recruiter  Aaalatanca  Prograa 
la  large,  thalr  average  parlod  of  utilization  la  two  weaka;  therefore, 
whan  axpraaaad  In  aan-yaara  (about  80),  the  aaalatance  provided  by  thla 


\l  Staffing  data  provHed  by  Navy  Recruiting  Comoand.  op  clt. 
'y  Data  provided  by  Navy  Recruiting  Comnand.  op  clt. 
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f^cstras  la  al&laal  la  eoaparlaon  to  tha  aajar  Navy  raerultlas  alfort. 
nalc  eoatrlbutloaa,  howaveri  ahoiild  ba  lacludad  la  tha  overall  totals. 

Tto  eoatrlbutloBS  of  the  Naval  Aeadaay  Special  Xaccultlas  protraa 
nd  tha  taaarva  prlor-aervlce  progrta,  aa  well  aa  aa  adjuataeaC  ia  the 
atafflag  pattern  for  tha  Navy'a  share  of  tha  ATEES  staff,  also  should 
be  eoasldered. 

Nuaher  of  recruiters 

Naval  Acadaay  Rscrultlng^  none  (handled  by  Reserves  and 

Retired  oa  voluntary  basis) 

AJEES  sdalalstratlva  staff  232  (Saa  Section  B) 

Reserve  prlor-aervlce  recruiters^  548 

Su^rv  of  P.  S.  Navy  Recrultlna  Personnel  levels 


a.  S.  Navy  Recruiting  Coaund 

rr  75 
5,823 

Special  Canvassers  (aan-years) 

80 

Naval  Acadaaiy  Recruiting 

none 

AFEES  AdBlnlstratlve  Staff 

232 

Reserve  prior  Service 

548 

6,683 

EVAUJATION 

With  adjustaents  Bade  for  the  special  canvasser  prograas,  AEEES 
adalnlstretlve  personnel,  and  reserve  prior-service  recruiters,  the 
ratio  of  supervlsory/Banageaent  personnel  In  the  0,  S.  Navy  Total  Force 


1/  InfomaClon  provided  by  LCdr  Joyce,  Naval  Academy  staff. 

2/  InfomaClon  provided  by  Naval  Reserve  Headquarters,  New  Orleans.  Of 
the  548  total,  48  are  classified  supervisory/manageBent  and  500  are  field 
recruiters  for  a 1:10.4  ratio. 
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V 

Comand 

5,335 

119, 216 

22.3 

Reserve  prlor<-service 
recruiting 

500 

24,076 

48.2 

rccrultlnt  progru  cin  b«  calculattd. 

0.  8.  Wavy 

(ragular  and  n.p.a.  raitrva  accaaalona) 

Ratio  of  SuparvlaorY/ManaKtpcnt  Paraonnel  to  Pteld  Opfratlona 

Muabar  of  Suparviiory/  Nuaber  of  Flald 
Manaataant  Paraoontl  Racrultlna  Panonnal  Ratio 

rr  75  aoo  5,335  i!6.7 

Tha  nuabar  of  accaaalonr  Into  tha  Nav^’  (lagular  and  raaarva)  par 
Indlvldital  aaalgnad  to  tha  Mavy'a  racrultlnf  prograaa  alao  can  ba 
ealculatad  by  ralatlng  tha  ataff  totala  to  tha  actual  racrultlng  ratulta. 
Racrulta  par  Total  Racrultlna  Paraonncl  - FT  73 


Froaraa 


Faraonnal  laval 


0.  S.  Navy  Racrultlng 
Coaaand  (actlva  duty  and 
all  non-prlor*aarvlca 

raaarvaa) 


Raaarva  prlor-aarvlca 
racrultlng 


6,135 

548 


Accaaaloni 

actlva  110,000 
n.p.a. 

raaarva  3,037 
offlcara  6.179 


A/ 


119,216 

24,076 


Racrulta  par 
total  paraonnal 


19.4 

43.9 


Tha  nuabar  of  accaaalona  par  peraon  aaalgnad  to  flald  racrultlng  oparttlona 
alao  can  ba  ealculatad. 

Racrulta  par  Flald  Racrultlna  Ferca  - FT  75 


Protraa 


Nuabar  of  Flald 

Racrultlna  Paraonnal  Accaaalona  Racrulta  par  paraon 


W Regular  accession  data  from  "June  Results  - FY  75  Totals"  Issued  by 
OASD(MiRA)  In  July  1975;  Reserve  and  p.s.  accession  data  furnished  by 
Major  Byers,  OASD(M4RA).  n 

ii  ’ 


\ 


f V 's. 


" " V.,  "I 


la  aim,  th«  N»vy  utilized  6,683  partonncl  lot  Total  Force  recrultlnt 
activities  during  FT  7S.  Their  coabiced  efforts  recruited  and  processed 
143,292  new  accessions  and  prior-service  personnel  for  a Havp-wlde  ratio 
of  personnel  to  accessions  of  1 to  2], 4, 

S.  II.  S»  Harlne  Corps 

■ACKCgOOnD 

The  U.S.  Marins  Corps  recruiting  prograa  Is  the  closast  to  a ons-seop 
Total  Force  recrnltlng  progrea  within  the  Depar!c-nt  of  Defanaa. 

The  Marina  Corps  recruiting  force  for  FT  73  (less  (essrve  prior- 
service  recruiters)  was  authorized  3,176  positions,  lha  specific  eata- 
gorlas  of  positions  were  as  follows: 

1).  S.  Marine  Corps  Total  Force  Feerultlna  Froarsa 
Authorized  Foslttono  - FT  7ikf 


officer! 

276 

enlisted 

2,751 

civilians 

149 

Total  3,176 


The  Marine  Corps  racruitlng  personnal  also  can  be  divided  bp  opera- 
tional level,  with  the  headquarters  level  Including  the  supervisory/ 
aanageaent  activities  of  Hsadquarters,  U.  S.  Marine  Corps  and  the  Marina 
Corps  Districts,  and  the  field  activities  Including  tha  Racruitlng  Stations 
end  sub-stations. 


y Data  furnished  by  Head,  Manpower  Flannlng/Frograsailng  and  Budgeting 
Branch,  Headquarters,  I'SMC. 
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Officers 

foliated 

Civilians 

Tot.l 

Ueedquarcere 

20 

19 

3< 

87 

Field  Activities 

246 

2,732 

111 

-itQqg 

2,176^^ 

During  FY  75,  thn  Hnrln*  Corpi  k«pt  th«  nuthorittd  incrultlng 
positions  St  lOOX  of  Bsnning  lovsl;  hovevsr,  during  7Y  74,  th«  nuftusers 
of  fisld  rscruitsrs  (offlcsrs  and  snllstsd)  vsrc  supplsasntsd  by  112 
personnel,  which  Mant  s Manning  lavsl  of  about  103Z» 

As  with  the  other  Services'  rscruitlng  programs,  the  big  growth  in 
tha  Marins  Corps  rscruitlng  staff  took  place  in  FT  71  and  FT  72.  In 
FT  70,  ths  Marins  Corps  rscruitlng  fores  consisted  of  246  officers, 

2.119  uillit.d  and  S7  clvillana  (2,422  total). ^ 

In  FT  71,  ths  recruiting  fores  totalled  2,676  end  it  was  increased 
further  in  FT  72  to  3,220.  Of  these,  3,133  ware  considered  as  production 
recruiters.  Thus,  at  ths  advent  of  the  AVF,  ths  recruiting  force  of  the 
Narine  Corps  was  increased  by  about  800  from  2,422  to  more  chan  3,200. 
Within  this  overall  increase,  there  was  a four-fold  Increase  in  the 
number  of  career  counselors  assigned  to  the  AFEES  (these  are  recruiting 
personnel,  considered  as  production  recruiters  for  the  purposes  of  this 
paper,  who  "sell**  specific  contract  options  and  final  enllstmencs  after 
medical  and  mental  tests  are  completed).-* 


y Date  furnished  by  Head,  Manpower  Flanning/Pro|rammlng  end  Budgeting 
Branch,  Headquarters,  USMC. 

2/  Stateaent  of  Col  Donald  N.  McKcon,  Military  Personnel  Procurement  Branch, 
U.S.  Marine  Corps,  Hesrlna  before  Coanlttee  on  Anted  Services,  op.  clt. 

3/  Data  furnished  by  Head.  Merpower  Plannlng/PrngrsMlng  and  Budgeting 
Branch,  Headquarters,  USMC. 
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The  production  recruiting  fore*  for  the  Kerlne  Dirpo  wae  Increased 
further  la  FY73  bp  an  additional  200  poeltlons.  this  level  of  production 
recruiters  (3,4S7)  wes  the  highest  level  of  personnel  devoted  to  recruiting 
bp  the  Narine  Corps  la  Che  AVF  era.  In  FT  1974,  Che  nunber  was  reduced  bp 
about  200  poaltlone  (prlnarllp  bp  reducing  the  nunber  of  career  counselors); 
and  In  FY  75,  the  nuafcer  was  reduced  further  bp  about  100  positions  (at  field 
offices),  — ^ Thus,  while  the  other  Services  have  have  genecallp  continued  their 
bulld-up  In  recruiting  personnel,  the  Marine  Corps  has  in  fact  reduced  their 
recruiting  personnel  level  during  the  lest  two  peare. 

In  order  to  gain  a sore  accurate  understanding  of  the  eonplete 

Iterlne  Corps  recruiting  progran,  additions  to  the  rccrultlar.  staff  should 

2/ 

be  asde  for  AFEES  adadnlstrative  personnel,  special  canvassers,  — and  tha 
Reserve  prior-service  recruiters, 

FT7S 

AFEES  adalnlstratlve  staff  (See 

Section  E)  104 

Special  canvassers  S3 

Reserve  prior-service  recruiters  — 316 

Sutarv  of  U.S.  Marine  Corns  Recruiting  Personnel  Levels 

FY75 


Regular  and  n.p.s.  Reserve 

recruiting  program  3,176 
AFEES  administrative  personnel  104 
Canvassers  83 
Reserve  prior-service  recruiters  316 


TOTAL  3,679 


1/  Ibid, 

2/  The  Marines  use  select  recruits  on  short  assignments  to  help  full-time 
personnel. 

3/  Data  provided  bp  Manpower  Plennlng/Prograomlng  and  Budgeting  Branch, 
op  clt.  Of  the  316  total,  13  ere  classified  as  supervlsors/mecagers  end  I 
303  are  field  personnel,  for  a 1:23.3  ratio.  / 
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EVALUATION 

With  adjuitm*nts  for  AFEES  adalnlttratlve  iCaff  aad  Raiarva  prlor*> 
servlet  rtcrultera,  the  ratio  of  supervisory /■aoageactit  personnel  in  the 
Marina  Corps  Total  Force  recruiting  progras  can  be  calculated. 


0.  S.  Marine  Corps 


(regular  and  n.p.a.  reserva  acceasiona) 

Ratio  of  Supervisory/ManaRenent  Personnel  to  Field  Operations 

Nuaber  of  Supervisory/  Nuaber  of  Field 

Manageaent  Personnel  Recruiting  Personnel  Ratio 


The  nuaber  of  accessions  into  the  Marine  Corps  per  each  individual 
aeslgned  to  the  Marine  Corpe*  Total  Force  recruiting  program  can  be 
calculated  by  relating  th*  totals  of  recruiting  personnel  to  the  actual 
recruiting  results. 


Recruits  per  Total  Recruiting  Personnel  - FT  75 


Regular  and  Reserve  non- 
prior-service  (including 
AFEES  adalnlstratlve 
personnel) 


Personnel 

level 


Accessions-' 

60,000  n.p.a. 
7,340  n.p.a. 

Reservea 

2.367  offlcera 
69,707 


Recruita  per 


Reserve  prior-service 


1/  Regular  accession  data  fron  "June  Results  - FY  75  Totals"  Issued  by 
0ASD(M4RA)  In  July  1975;  reserve  n.p.s.  and  p.s.  accession  data  furnished 
by  Major  Byers,  0ASD(M4RA). 


I 


TM  suaMr  of  acctoalon*  per  productloo  racrultar  alas  cas  bo  oalculatad 


Raemlta  par  Flald  Raeniltlna  Torce  - FT  75 
Niaibor  of  Field 

Acceaatona 


Niaibor  of  Field 
Froarao  Recruit 


Reemlca  par 
ertos 


Actlve/raaerve 

non-prlor-aervlce 

3,172 

69,707 

Reeerve  prlor- 
aervlca 

316 

5,940 

la  aia,  tha  Marina  Corpa  utlUaed  3 ,$79  pareonael  for  Total  Force 
racTultlnp  actlvltlaa  durlnp  FT  75.  Tbalr  coablnad  efforta  recruited 
and  proceaaed  75,647  new  acceaalona  and  prlor-eervlce  paraonnal  for  a 
Marina  Corpa-wlde  average  of  21.6  acceaalona  per  recruiter. 

I.  Departaent  of  the  Air  Force 

RRCKCROUHD 

The  U.  S.  Air  Force  Recruiting  Service  Is  the  aajer  uaer  of  recruiting 
peraonnel  within  the  Departaent  of  the  Air  Force;  however,  aa  dlaeuaaed  In 
earlier  aectlona,  the  Air  Rational  Guard  and  tha  Air  Reaervea  conduct 
aaparatc  recruiting  prograaa.  Additional  peraonnel  alao  are  utlllaad 
bp  the  apeclal  officer  recrultacnt  prograaa  (Air  Force  Acadeap,  ROTC, 
legal  offlcara  and  chaplalna). 
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During  FT  7S,  th«  0.  S.  Air  Fore*  BAcrultlng  S«nrlc*  ima  nuthorlzad 
4,038  poaltlon*.  Tha  apaclflc  catagorlaa  of  pealtlona  vara  aa  follows: 


FT  75 

0.  8.  Air  Fores  Racrultlng  Sarvlca 
Authorlrad  Positions 


Offlears 
InllsCad 
Civil lana 


4,038  y 


Th«  tJ.  Sa  Air  Foret  ftocrultinf  Sorrlco  porootmol  tro  iivldod  into  thrto 
oportciotttl  Itrolo. 


0,  Sa  Air  Foret  Rocrultlpg  Sti’vico 
Dittrlbution  of  Pogltlont  ~ FT  75 


s 

Offlcara 

Enlisted 

Recruiters 

Enlisted 

Suooort  Civilians 

Total 

' 

Z^erultlng  Service 
'1  Beedquertara 

57 

28 

M 

73 

250 

, 

'y 

1 Group  Beadquartera 

95 

64 

92 

65 

316 

Datachaants  4 Stations  219 

2,646 

281 

326 

3.472 

4,038 

During  FT  75f 

the  Recruiting  Service  operated  vith  about 

952  of 

thslr 

•uttkorlxod  porootuitla 


U Data  supplied  by  U.S.  Air  Force  Recruiting  Service  at  DHC  staff 
briefing,  January  1975. 
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th*  level  of  Roeruitlng  Socvlca  itaffint  hold  cooooMbljr  level 
duilsg  the  AW  ycere  of  FT  73  - FT  75j  y however,  there  wee  e euh- 
stestJel  growth  la  the  site  of  the  recruiting  force  In  FT  71  end  FT  72, 
with  growth  retee  of  epp'Wioetely  18Z  end  25Z  In  their  [^rodoetlm  re- 
erultere  end  support  cetegorlee.  In  FT  70,  the  total  strength  of  the 
V.  S.  Air  Force  Kecrultlng  Service  (officers,  enlisted  end  etvlllens) 
wee  3,029  positions,  or  shout  1,000  less  then  Che  FT  75  level.  The 
FT  70  level  hed  been  nelntelned  for  et  least  the  previous  five  Tcers; 

In  feet,  the  nuaber  of  positions  authorised  for  FT  65  wse  3,357, 

In  order  to  geln  s wore  eccurete  understanding  of  the  U.  S.  Air 
Force  active  service  recrultlug  progress,  additions  to  the  staff  requlre- 
■ents  of  the  Recruiting  Service  should  be  nede  for  the  AFEES  staff  end 


for  the  specie!  officer  recruitment  progress. 

AFEES  Staffing 
FT  75 

Air  Force  Officers  27 

Air  Force  enlisted  95 

Clvlllen  (pro-reted  share)  100  , 

Total  222  i' 


Special  Officer  Recruitment  progrswa 

Air  Force  Academy  0 

ROTC  41  (est.) 


Ugsl  Officers  0 

Chaplains  0 ./ 

Total  TT  ^ 


y During  FY  73  - FY  75,  the  personnel  level  of  the  Recruiting  Service 
grew  at  a rate  of  approximately  100  positions  per  year. 

y See  Section  B,  supra. 

y Information  furnished  by  0ASD(M&RA),  September  1975. 
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Th«  D.  S.  Air  Tore*  lacrultlnf  Sarvlet,  tha  Special  Offlcar 
lacrultaant  protraaa,  and  tha  proportlonata  ahara  of  A7ZES  atafflng 
In  total  provide  racrultewnt  aarvlcaa  for  active  Air  Torca;  recrultnant 
for  tha  Air  National  Guard  and  the  Air  Force  Rcaarva  are  handled  aaparately 
by  choae  organlzatlona. 

Air  National  Guard 

Until  FT  72,  tha  Air  National  Guard  did  not  have  any  full-tlaa 
racniltera.  Baglnnlng  In  FT  72,  It  davotad  ataadlly  Incraaalng  nuabera 
of  aan-yaara  to  tha  recruiting  function  through  tha  uia  of  active  duty 
touri  for  Guardaaan  and  Individual  aan-yaart. 

Naerultlng  Faraonnal  In  Man-Tear  Equlvalenta  ^ 

Individual 


Exctndtd  Active 
Duty 

(in  MeD^veere) 

360  day 
Toura 

Total 

FT  73 

1 

106.2 

107.2 

7A 

1 

187.0 

- 

188.0 

75 

1 

24.7 

209.1 

234.8 

Air  Force  Reaerve 

Since  FT  73  tha  nunber  of  AF  Reaerve  racniltera  haa  Incraaaad 
ataadlly,  particularly  the  category  of  raaervlata  brought  on  active 
duty  for  one  year  renewable  toura.  While  the  number  of  recruiting 
aan-yaara  aatlnatad  for  FT  76  la  only  allghtly  higher  than  for  FT  75, 
there  la  a drai-utlc  ahlft  In  who  will  be  expending  thoae  man-yeara. 
Tha  nan-yaara  uaed  by  part-time  reaervlata  will  be  cut  more  than  half 


X!  LtCol  Jamaa  R.  Blackwell,  Dep.  Chief,  Air  Feraonnel  Dlv,,  Air 
National  Guard,  Itr  to  AFDFXXS  dated  23  July  1975. 
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tAlla  tte  miaAar  ot  fall-tia*  recruiting  runrtriatn  ienm-y*»x  renewnUe 


toura)  will  aharply  Incnaaa. 

Raiarva  Paraonnal  In  Man-year  Equlvalentai.^ 


Air  Reaerve 
Technician 

360  day 
Toura 

Individual 
Man-Days 
In  aan-veara) 

Total 

FT  73 

Cl 

. 

72.4 

133.4 

74 

cs 

- 

134.6 

199.6 

7S 

cs 

SS 

202.6 

322.6 

Su—arr  of  Dapartaent  of  the  Air  Force  Rt.crultlna  Peraonnel  - TT  75 


0.  S.  Air  Force  Recruiting  Service  4,038 
Special  Officer  Reerul taunt  Frogreaa  41 
AFEES  222 
Air  National  Guard  23S 
Alt  Force  Seaecve  323 

Total  4,859 


EVALUATION 

The  D.  S.  Air  Force  Recruiting  Service,  like  Ita  counterparta  In  the 
other  Servlcea,  haa  dealgnated  certain  poaitlona  at  all  operational  levele 
aa  “production  recrultera."  However,  beceuee  theae  dealgnatlona  are  not 
conalatent  between  Servlcea,  a aiaplier  definition  haa  been  utilized  In 
thia  paper:  11  peraonnel  at  the  Detachaent'  and  Recruiting  Station  levela 

will  be  conaldered  aa  field  recruiting  peraonnel;  all  thoae  at  Group  and 
coaaand  headquerterc  (and  the  AFEES  ataff)  will  he  conaldered  aa  aupervlaorp/ 
aanegeaent.  Ualng  this  distinction  between  supervlsory/aanageaent  personnel 


1/  Col  Richard  Hlle,  Acting  Deputy  Chief,  Personnel  Division,  Office  of 
AF  Reserve,  Itr  to  AF/DFXXS  dated  24  July  1975. 
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and  field  recrultlnt  persoanel,  a ratio  can  6a  davalopad.  Separata  ratloa 
also  can  be  developed  for  the  Air  National  Guard  and  Air  Force  Keaerve 


recruiting  progra 


Reaular  Air  Force 


tatlo  of  Supervliory/Manaaeaent  Peraonnel  to  Field  (^eratione 

Huaber  of  Supervlaory/  Nuaber  of  Field 

Manaaeaent  Peraonnel  Recruit  Feraonnel  Ratio 


Air  Force  National  Guard 

The  ratio  of  aupervleora  to  field  operatlona  peraonnel  la  the  Air 
force  National  Guard  reaalned  fairly  conatant  during  FT  74  and  FT  75. 
Ratio  of  Supervlaory/Manateaent  Peraonnel  to  Field  Operational/ 


Muaber  of  Supervlaory/  Nuaber  of  Field 

Manaaeaent  Peraonnel  Operatlona  Peraonnel  Ratio 


Air  Force  Reaerve 

The  ratio  of  aupervleora  to  field  operatlona  peraonnel  In  the  Air 
Force  Reaerve  haa  varied  widely  from  FT  73  through  FT  75  due  to  the 
eatabllahacnt  of  recruiting  ataffn  at  reglona  and  Air  Force  headquartera, 
and  the  Increaae  In  the  number  of  recrultera. 


1/  LtCol  Jaaea  R.  Blackwell,  Deputy  Chief,  Air  Peraonnel  Dlvlalon,  Air 
National  Guard;  Itr  to  AFDPXXS  dated  23  July  1975. 

NOTE:  Reaerve  and  Guard  totala  are  aan-yeara  averagea  and  Include  offlcera 

and  enllatcd  on  active  duty  for  recruiting  aa  well  aa  '*technlclana” 
vho  are  offlcera  and  enlisted  Reaervlata  who  hold  a full  tlae  clv-^ 
Ulan  recruiting  position.  Totals  do  not  include  offlcera,  enlisted 
or  civilians  vho  provide  supervision  or  support  aa  an  additional 
duty. 
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Ktamt  P«r«enn«l  to  ri«lJ  Op«r«tlon»^^ 


taibn  of  Supervisory/  Kuaber  of  Flslii 

Msnssenent  Personnel  Oosrstlons  Personnel  Ratio 


n 75  40  283  li7a 

Recruiters  per  Accession 

The  masbar  of  accessions  for  each  recruiter  In  the  Depament  of  the 
Air  Force's  Ft  75  rccrultaent  programa  can  be  calculateA  by  relating 
tha  atafflng  totals  to  the  actual  recruiting  results. 

Alt  Force  Total  Force  - 

lacrulta  ner  Total  Recruiting  Personnel  Aeslanei  - Ft  75 


Fersonnal  level 


Accessions 


Nunber  per  person 


V.  S.  Air  Force 
Reeuitlng  Service 

(Including  Special 
Officer  Racrultswnt) 

4,301 

(77,000  n.p.e.)^  ,, 

(7,937  officeraf84,9S7l' 

19,8 

Air  National 

Guard 

235 

(6,446  n.p.s.)  . 

(12,818  p.s. 7^19,264^' 

81,9 

Air  Force  Raaarve 

323 

(2,907  n.p.sO 
(17,051  p.  a.  7^19,9582.' 

61.8 

1/  Ratios  cosqnited  fro*  data  contained  In  Itr  of  Col  Richard  Hlle,  Acting 
deputy  Chief.  Personnel  Division,  Office  of  AF  Reserve,  to  AF/DPXXS  dated 
24  July  1975. 

2/  Regular  accession  data  from  "June  Results  - Ft  75  Totals,"  Issued  by 
OASC  (MARA)  In  July  1975. 

3/  Reserve  n.p.s.  and  p.s,  accession  data  furnished  by  Major  Byers,  OASD(MARA). 
4/  Ibid. 
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Tba  mab«r  of  accoislon  por  fl«18  raerultar  (all  paraotmal  at 
tha  Datachaaut  laval)  alao  can  ba  calculated: 


Racrulta  oar  Field  Racrultlna  Force  - FT 

25, 

FT  75 

MuBber  of  Field 

AccMaloM 

Procraa 

Recrultlna  Paraonnel  Accaaalona 

D«r  parson 

0.  S.  Air  Force 
tacrultlng  Sarvica 


(Including  Special 
Officer  recruit- 
Bant  prograBa) 

3,513 

84,957 

24.2 

Mr  National 

Guard 

209 

19,264 

92.2 

Air  Forca  Raaarva 

283 

19,958 

70.5 

In  auBt  during  FT  75»  tha  Air  Forca  utlllaad  4»8S9  paraonnal  for  Total 
Forca  racru.tlng  actlvitlaa.  Thalr  afforta  producad  124^179  naw  accaaalona 
for  a Dapartnant-irlda  ratio  of  acceaslona  to  recruiting  paraonnel  of  23.6  to  1 

DISCUSSION 

4. 

Tha  following  auoaarlaaa  pravloualy  conputad  haadquartara  to  flald  ratloa 
and  productivity  factora  within  and  baiwaan  the  Sarvlcaa. 

FT  75  Active  Force  Coanarlaona 


HQ  to  Flald 
Ratio 

Accaaalona  per 
Plaid  Racrultlng 
Paraonnel 

Aecaaalon  par 
Total  Racrultlng 
Paraonnel 

Aray 

1:2.6 

24.6 

IS.l 

USAF 

1:4.5 

24.2 

19. B 

Navy 

1:6.7 

22.3 

19.4 

USMC 

1:16.6 

22. 

20.7 

A- 
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Although  th«r«  an  vlda  vartatlona  In  tha  aupervlaorjr/aupport  to 
ftaU  ratio  dua  to  organizational  dlffarancaot  tha  bottoB  Una  pro- 
ductivity in  tana  of  total  paraonnal  aaalgnad  to  aetlva  totem  raemltlng 
la  ganarally  eoaparabla. 

FT  75  Maarva  and  Guard  Conoarlaona 


Accessiona  par 

Accasslona  par 

HQ  to  Field 

Field  Recruiting 

Total  Recruiting 

Ratio 

Personnel 

Personnel 

Any 

1:A.4 

84.4 

«8.7 

Any  Kational  Guardl:8.0 

88.4 

78.5 

OSAF  Raaarvs 

1:7. 1 

70.5 

61.8 

Air  Hacional 

Guard  1:8,0 

92.2 

61.9 

Navy  Raaarva 

1:10. A 

48.2 

43.9 

DSNC  Raacrvs 

1:23,3 

19. « 

18.8 

Aa  vlth  tha  aetlva  forcaa  theta  ara  wide  varlatlona  In  tha  auparvlaory/ 
aupport  to  field  rattoa.  Houavar,  vlda  varlatlona  alao  occur  In  the 
productivity  factora  — not  only  in  conparing  Che  various  Reserve  and  Guard 
elenencs,  but  also  and  particularly  in  comparison  to  active  forces.  From  Che 
foregoing  tablaa  one  should  not  conclude,  for  example,  that  Guard  re- 
cruiting paraonnal  ara  thrsa  to  four  tinea  more  affective  than  Regular 
paraonnal.  Rathar  than  great  variations  In  affectlvenaaa,  the  differences 
ara  attributed  to  a considerable  amount  of  unaccounted  for  man-years  in 
many  Raacrvs  and  Guard  programs.  In  thesa  programs,  there  ara  significant 
paraonnal  resources  devoted  to  recruiting  on  a part-time  or  additional 
duty  basis,  and  tha  man-year  costs  of  these  efforts  normally  arc  not 
reflected  In  recruiting  summaries.—^ 


jl/  For  example,. in  an  interview  with  Col  T.  M.  Ganas,  Director,  USAR 
Personnel  Division  on  June  5,  1975,  it  was  learned  there  are  times  %(hen 
many  Army  Reserve  unit  personnel  are  recruiting  in  lieu  of  normal  training. 


rr  75  Tofl  Fore*  Cotip<rl»ont 


Hq  to  ritld 
Aatlo 

Accaaalcna  par 
Field  Recruiting 
Paraonnal 

Accaaaiona  per 
Total  Racrulclpg 
Paraonnal 

Total  An, 

1:3.1 

34.6 

26.0 

Total  USAT 

1:A.7 

31.0 

2$. 6 

Total  Navy 

1:6.9 

24.6 

21.4 

Total  DSMC 

1:16.6 

22.3 

20.6 

Afalo,  cotal  forc«  coapari«on»  «r*  bi«Md  by  uiuccoimt«d  for  mo** 
yMri  In  mtaxy  IUi«rv«  nod  Gunrd  protroM. 

PtOBUM 

A fund«Mncnl  qunttloo  fnolof  thn  DHC  it  whtthtr  ptrtonntl  rttourett 
dnvottd  to  rtcruitlng  ctn  bt  aort  tfftoelvtly  utlllxtJ  In  aupport  of  t 
Total  Foret  rtcruitlng  conetpt.  Whllt  both  tht  DHC  tttff  tod  tht  OSD 
tttff  (In  rtapor.tt  to  data  inquirlaa)  vara  untuccat^ful  in  claarly  Idanti- 
fylng  all  partonnal  raaourcaa  utllizad  for  Total  Forca  racrultlng»  further 
affort  la  ataantlal  to  parmlt  aatabliateant  of  a atandard  aaaauraMnt 
ayatae  to  aaaaaa  eha  affactlvanaaa  of  racmitlng  paraonnal  raaourcaa  va. 
raqulrad  quantltativa  and  qualitativa  productivity  goala. 

ALTERNATIVES 

Soaia  variatlona  in  racrultlag  affactlvancaa  vlthio  and  batvaan  Sarvicta 
can  raaaonably  ba  axpactad.  At  praaant,  hc«avar»  vich  available  data  it 
it  not  poaalbla  to  accurataly  aaaaaa  rac.vltlng  paraonnal  raaourcaa  affect* 
ivanaaa.  Altarnatlvaa  availabla  to  tha  DHC,  tharafora,  era  aaaentlally 
Halted  to  addraaalng  nav  Iritiativaa  which  could  provide  a flrat  atap. 
which  would  ultiioately  leading  to  laproved  Defense  manpower  manogeinent. 
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Alf  roatlv  1 vould  IttvoXvc  ciccatlally  no  ehcnge  to  oxiatif^  reerulting 
paraoanal  taaourca  managesant.  Each  of  tha  Scrvicaa  would  continue  to 
allocata  full  and  part-tlM  peraonnal  needed  to  attain  the  required  total 
of  officer  and  enliated  acceaalona. 

The  advantage  of  thie  alternative  ia  chat  it  provides  the  greatest 
decentralitaCion  and  flexibility  for  continuing  to  aatiafy  defense  aan* 
^nftr  needs. 

The  disadvantage  of  continuing  current  practices  is  that  there  is  no 
standard  effectiveness  measure  beyond  accession  attainnent.  It  is  possible 
that  unidentified  recruiting  manpower  costs  are  detracting  from  overall 
training  and  readiness. 

Alternative  2 would  reconnend  that  OSD  and  the  Services  (Regular,  Reserve, 
and  Guard)  undertake  a detailed  analysis  to  Identify  the  actual  total  nan- 
years  being  devoted  to,  and  necessary  for  the  quantitative  and  qualitative 
Total  Force  accession  attainment. 

The  advantage  of  such  an  analysis  is  that,  through  quantification 
and  comparisons,  opportunities  should  be  identified  which  %M3uld  permit 
reasoned  decisions  for  changes  leading  toward  an  optimum  utilization  of 
personnel  resources. 

There  is  no  disadvantage  to  this  alternative  beyond  Che  obvious  time 
and  costs  essential  to  the  analysis.  The  findings,  ho«rever,  might  be 
expected  to  return  dividends  asounting  to  many  times  over  the  investment. 
Alternative  3 would  recommend  that  fixed  recruiting  force  ceilings  be 
established  for  each  element  of  Total  Force  recruiting.  The  ceilings 


A* 
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would  be  be«ed  upon  DOD  cflCebllehed  ceclMtcs  of  the  miwbcra  and  ratio 
of  auparvlaory/aanagenant  tupport  and  recruiter  personnel  required  to 
produce  a given  nuaber  of  officer  and  enlisted  accessions. 

The  advantage  of  Identifying  specific  force  levels,  based  upon  de* 
sired  accessions,  would  be  the  establlshnent  of  Initial  eleaents  needed 
for  a acasureaenc  system  to  monitor  and  evaluate  recruiting  personnel 
effectiveness. 

The  major  disadvantage  of  this  alternative  is  that  in  the  absence 
of  historical  data  and  analysis  the  ceilings  would  probably  be  imprecise 
and  would  not  recognite  the  aaoy  variables  inherent  la  recruiting  (e.g., 
applicant  qualifications  and  preference  between  Individual  Service,  varla* 
tlons  between  active  and  resarve  coaponents  and  between  officer  and  enlisted 


progrsas,  etc.). 


CONCLUSIONS 


The  suchors  believe  that  the  Department  of  Defense  and  tha  Servlcea 
hnve  aaja  commendable  progresa  during  the  AVF  yeara  toward  achieving 
Total  Force  accession  needs.  However,  If  OSD  and  the  Services  are 
Indeed  aerious  about  the  Total  Force  concept  and  overall  Regular, 

Reaerve  and  Guard  effectiveness,  then  new  centrally  directed  Initiatives 
are  essential.  Accordingly,  the  following  recommendations  are  submitted 
to  the  DHC  for  their  coneidcratlon. 


•V. 
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RECOHMENDATXOMS 

That  aa  a first  step  to  assessing  the  effectiveness  of  resources 
devoted  to  Total  Force  recruiting,  DoD  should  fully  Identify  the  total 
coat  In  Regular,  Reserve  and  Guard  man-years  utilised  to  produce  qualified 
officer  and  enlisted  accessions.  Utilizing  such  an  analysis,  a standard 
measurement  system  should  ultimately  be  established  vlthln  UoU  idilch 
would  accurately  assesa  the  effectiveness  of  recruiting  personnel  re*- 
sources  vs.  desired  productivity  goals,  as  expressed  In  terms  of  specific 
job^related  quality  and  quantity  requirements. 

That  the  Services  utilize  this  system  both  in  budget  preparation 
and  on-going  management  activities  to  ensure  maximum  coomdtmc.it  to  the 
Total  Force  recruiting  concept. 

That  OSD  review  and  monitor  the  Services'  efforts  to  achieve  these 
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ALTERlUkTIVZS: 


CCmCUSIOM; 


XECrtMEMDATIONs 


EUCUTIVE  SDMMART 


l•erultlB(  Budget* 

Budget  end  coettog  level*  end  coettng  dcfinltlos* 
very  fro>  on*  Service  to  enother 

- Adjuetaent  nude  for  AFEES  coot*.  Kether  Chan  count 
all  within  Any  total,  alllcary  and  civilian  coeta 
apportioned  aaong  all  Service*.  Adjuataent*  aleo 
aad*  for  "hidden"  recruiting  expenae*  and  eoata  of 
officer  racrultaent  prograaa. 

- Paper  aaaeaaea  each  Service  (Kegular,  Beaerve, 
Guard)  for  PT  75  and  PT  76  In  Cara*  of: 

o Total  recruiting  coat* 

o Major  Budget  eategorlea 

° Coat*  per  Acceaelon  coaparlaon*  - Active,  Guard, 

laaerve* 


Coat*  per  Aeceaalon  eowparlaon* 
Becrultlng 


Total  Porce 


Table*  uaed  to  auaaarlc*  and  conpare  recruiting  coeta 
and  productivity  factor*  for  all  Service*  and  coapon- 
enta.  Draaatlc  difference*  becoo*  obvlou*. 

Tarloua  option*  relating  to  Inprovenent*  In  coating/ 
budgeting  by  Service*  and  DoD  In  aupport  of  Total 
Pore*  concept. 

Service*  have  nade  coraendable  progresa  during  ATP 
year*  In  achieving  coat  effective  Total  Force  recrult- 
aant  prograna,  but  new  Initiative*  needed. 

To  folly  aupport  Total  Force  racrultlng  prograa  over 
the  next  decade,  .loD  ahould  atandardli*  recruiting 
budget/coating  daflnltlon*  and  procedure*.  In  addition, 
each  Service  ahould  eatabllah  and  maintain  coiraon  Active, 
Baaarve  and  Haclocal  Guard  coat-acceaalon  atandarda  to 
be  uaed  b/  the  Service*  a*  guideline*  both  In  budget 
preparation  and  on-golng  management  acclvltlea.  Finally, 
the  Secretary  of  Defenae  ahould  review  and  aonltor 
the  Service*'  effort*  to  achieve  the**  goela. 
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KECnilTING  IN  THE  ARMED  FORCES 


RESEARCH  PAPER  # 3 - RECRUITING  BUDGETS 


One  ot  th*  snjor  cone  Iteaa  of  actalnlng  and  augporting  as  All-Vcluntear 
Force  le  the  cxpcndlturea  for  recruiting  programs,  and  during  the  AVF  era 
there  haa  been  a marked  increased  in  all  recruiting  program  budgets. 

la  the  pre-AVF  years,  there  uae  modest  growth  in  recruiting  expendi- 
tures. In  the  decade  of  the  1960a,  the  total  DoD  budget  for  recruiting 
grew  from  $63  alllion  to  more  than  $12S  million,  — ^ However,  during  this 
saae  period,  the  percentage  of  OoD  funds  which  were  used  for  recruiting 
purpores  stayed  nearly  even,  ranging  from  a low  of  .OOS2X  in  1964  to  a 
high  of  .00642  in  1961.  The  1969  percentage  was  .00622. 

B«gixining  in  FY  71,  thnre  van  a aarkad  Incraaaa  in  tha  racrulting  budgets. 
Title  iocraaac  coincided  with  the  dcelelcm  of  the  Prasldetit  to  attain  an 
AVF,  Whereas  the  total  active  forces  DoD  recruiting  budget  for  FY  70 
was  $126.6  million,  the  expenditures  by  FY  75  had  climbed  to  $413  mllllone 
During  this  five  year  period,  personnel  coats  had  doubled,  advertising 
expenditures  had  increased  more  than  tvelve<>fold,  facilities,  equipment 
and  supplies  had  Increased  more  than  five'-fold,  and  travel,  training 

3/ 

and  other  miscellaneous  expenditures  had  Increased  almost  four-fold.— 


U Stewart  W,  Kemp,  "Productivitv  of  U.S.  Military  Recruiting  Systems, 

Studies  of  the  President's  Coanlssion  on  an  All-ATolunteer  Force.  Vol, 

II,  November  1970,  p.  IV-4-19. 

2/  Ibid.,  p.  IV-4-3. 

y Testimony  of  Gen.  Robert  M.  Montague,  Special  Assistant  to  the  ASD  (M6RA), 
DoD  Appropriations  Hearings,  Subcommittees  of  the  Committee  on  Appropriations, 
House  of  Representatives,  93rd  Congress,  First  Session;  and  "Recruiting  In- 
fortsatton,"  summary  of  recruiting  costs  proposed  by  LTC  Hurd,  OASD  (M&RA), 
March  1974. 
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At  th«  MM  tlM»  th*r«  Mr*  d*crMS«i  in  th«  eoitt  of  cbo  Soloctir* 
Sorvlco  SyotM,  «hoM  FT  70  budgot  of  Mr*  Chan  $100  allllon  «u  cut  to 
$40  million  by  FT  76. 

Tha  FT  76  Racrultlng  Budutt 

Tha  Daparcmtnc  of  Dafanaa  axpacc*  to  apand  474.47  million  dollars 
on  racrulclng  for  tha  acclva  forcaa  during  FT  76;  In  tarma  of  1970  buying* 
po«*r»  tha  FT  76  budget  request  rapraaanta  a thraafold  IncrasM  ovar  tha 
money  spent  In  FT  70  for  recruiting.—^  During  FT  76  439,231  nan  and 
woMn  ahould  be  enlisted  or  appointed  for  tha  Active  Forces,  with  an  avaraga 
cost  oar  accession  for  racrulting/procasslng  of  $1,033.  An  additional 
226,423  prior-service  and  non-prlor-servlce  nan  and  woman  should  ba  en- 
listed in  the  National  Guard  and  lUserves  for  a recruiting  cost  of 
$77,431,000.  In  total,  than,  685,956  men  and  woman  era  praaat.tly  planned 
to  be  anllatad  or  appointed  during  FT  76  for  a Total  Force  recruiting  coat 
of  $531,699,000.  This  eicpendltura  raprasants  a coat  par  accaaalon  of  $804. 
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1/  Total  DoD  rtcrultlng  budget,  for  FT  76  fro.  aua  of  Sarvlct  budget*. 
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A,  flit  P»p«r£a>nt  of  th»  Aray 

TIm  United  Stattt  krmy  Rteruitlng  Conatnd  (0SAKEC)  is  the  asjsr  rseruitii^ 
otgsiilsstioQ  £o7  the  Dspsrtasnt  of  the  Aiwfi  hofwsvtr*  ss  discussed  io  esrlier 
papers^  tlie  KetioDsX  Guard  and  Reserve  conduce  saparata  racniietag  prograas 
lAieh  are  separately  funded.  There  also  is  separate  funding  for  the  of 
Choice  Canvasser  prograa  and  the  Special  Officer  reeruitaeot  prograas  Otost 
Point,  lUyiC,  legal,  medical  and  chaplain). 

USAREC 

During  FY  75,  USAREC  received  $200,734,000.  For  Ft  76,  $205,803,000 
has  been  requested.  — ^ 

2/ 

As  reflected  in  the  four  aajor  budget  categories:  ~~ 


Category 

FY  75  Budget 

FY  76  BudK.t  Re< 

Advertising 

$43,050,000 

$45,750,000 

Military  Personnel 

$82,881,000 

$80,618,000 

Civilian  Personnel 

$11,741,000 

$12,728,000 

Support 

$63,062,000 

$66,707,000 

TOTALS 

$200,734,000 

$205,803,000 

The  decision  to  support  the  Amy  with  volunteers  prompted  aajor  increases 
in  USAREC  recruiting  budgets  during  the  AVF  years.  The  greatest  increase  was 
in  advertising,  which  totalled  $3.1  nlllion  in  FY  70,  grew  to  $18.6  ailllon 
in  Ft  71  and  continued  to  grow  steadily  to  the  requested  Ft  76  le^l  of 


X/  An  additional  $3.4  million  is  Included  in  the  FY  76  USAREC  budget 
request.  This  money  Is  for  OoD  institutional  advertising.  The  same 
amount  was  requested  in  FY  75.  However,  the  money  was  not  made  available* 


2/  Data  provided  by  DA,  Itr  of  3 March  1975, 
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$45*75  ■llXloo.  Th«r«  Also  ms  s aors  tbsa  tss-fold  laerssM  ia 
Support  Co^ts«  with  tht  rstss  of  Incrssos  for  Hilltsry  Ptrtonnel 
sod  Clvilisn  Psrsonnsl  soMvhsc  loss* 

In  ordsr  to  gsio  accurst*  uod*rst*ndlng  of  ths  DSAUC  costs»  ssworsl 
sdjustmnts  in  th*  sbov<)  figur**  aust  b*  asdt*  First  bscius*  USARCC 
paps  th*  costs  of  AFEES  op*rstions»  som  of  tb*s«  *xp«ndicur*s  should 
h«  pro»rst*d  ssung  th*  S«rvic*s  (s**  following  ssctlon  on  AFEES). 

8*cood,  th«r*  srs  soversl  "hiddon**  cost*  which  sr«  not  includod  in 
th*  USAltEC  budget*  Th*s*  include  th*  costc  of  rscrultsr  trainingt 
tscruitsr  PCS,  and  TDY  funds. 


Suppl—nts  to  USARIC  lUcrultint  Budists 


Protram 

rr  75 

FY  76  Sstlnate 

APP.ES  operations  ~ 

4^1,460,000 

- $11,240,000 

2/ 

Recruiter  training  — 

$114,000 

$114,500  (..t.l 

Recruiter  PCS  moves  — 

$7,000,000  (•«[.) 

$7,000,000  (..t.) 

Recruiter  TDY 

$1,028,000 

$1,028,000 

TOTAL 

4$9,602,000 

-$J,0«7,500 

In  addition  to  th*  USAREC  program,  rasponslbilltp  for  Regular  Arwp 
recruiting  also  rests  with  th*  Unit  of  Choice  Caovssser  prograa  (coordinated 


y S*«  Section  B.  During  FT  75,  th*  Arsy  was  responsible  for  spproxi- 
■ately  751  of  th*  APEES  expenditure*.  During  FT  76,  this  percentage 
will  be  lowered  to  491. 

Data  furnished  by  DA,  Itr  of  3 March  1975. 

3/  Estimate  of  PCS  moves  based  on  cost  esHmatc  per  recruiter  furnished 
by  U.S.  Air  Force  Recruiting  Service. 

y Data  furnished  by  DA,  Itr  of  3 March  1975. 


by  USAHEC)  and  th«  Special  Officer  recnaitnent  progress  (West  Polnr 
cedets*  ROtC»  legal  sod  sadical  officers,  and  chaplains)* 

Other  Regular  Army  Recniltsent  Programs 

Proaram  FY  75  FY  76 

Unit  ot  Choice  - $15,000,000  $15,000,000  (est.) 

canvassers 


Special  Officer  . . 

recruitsent  programs  — $6,030,000  $ 6,030,000  <esc«) 

The  total  costs  of  recniiting  for  the  Regular  Army  can  be 
dctcmlned  by  totalling  the  costs  of  USAREC,  the  Unit  of  Choice 
program  and  the  Special  Officer  Recruitment  programs. 


Racular  A 

rmv  Rccrultinx 

Costs 

ProKram 

PY  75 

FY  76  Estimate 

USAPEC 

$200,734,000 

$205,803,000 

USAREC  Supplements 

$9,602,000 

(minus ) $3,097, 500 

Unit  of  Choice 
Canvaasere 

$15,000,000 

$15,000,000 

Spelcel  Officer 

Recruitment  Programs 

$ 6,030,000 

$ 6,030,000 

TOTALS 

$231,366,000 

$223,736,000 

H Teetlinony  before  a Subcomnlttee 
of  the  Committee  on  Approprlatlone,  U.S.  Senate,  93rd  Conarees.  2nd 
Session,  p.  13. 

y Data  fumlahed  by  OASD  (M&RA),  September  1973. 
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Aray  W«tlon«l  Cuird 

Th«  Aniy  Guard  budga:  haa  Increased  every  ,ear  since  Tt  71 
and  la  projected  to  rise  again  In  FY  76.  The  Itsoa  ahowlag  the  great- 
aat  Increase  are  recruiter  salaries  and  advertising  costs.  The  Ansy 
Cusrd  budget,  as  given  below,  contains  the  najority  of  sxpsnasa 
connected  with  recruiting  end,  therefore,  provides  a valid  cost 


National  Guard  Recruiting  gudiets  — 


Catsiorv 

Advertising 


63,000,000 


tt  n istlaete 
13,200,000 


Clvlllan/Hllltary 

Fet.onnel  (Technicians) 


$13,800,000 


$13,800,000 


Support 


$5,200,000 


$3,100,000 


$22,000,000 


$24,100,000 


t 


Ar«y  R#«f  fve» 


Th«  recruiting  coec^  for  the  Aray  Reserve  else  have  Increaeed  dreaetlcally 


•loce  FT  71  when  less  then  $lg000g000  was  expended. 


1/  Cept.  J,  Meyer,  0,S.  /.rmy  Military  Personnel  Center,  aeao  for 
Assistant  Director  for  Analysis,  Manpower  Research  and  uata  Analysis 
Canter,  dated  10  February  1975s 
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B«««rv«  ll»crultln«  Cotti  — 


Catexory 

FT  75 

FT  76  Estlmete 

Reserve  Personnel 

$2,200,000 

$2,400,000 

Technician  Fey 

$7,000,000 

$7,700,000 

Advertising 

$5,400,000 

$5,600,1^ 

Recruiter  Training 
(includes  costs  of 
short-tour  recruiters) 

$5,900,000 

$6,100,000 

Support  (Esrimece) 

$3,500,000 

$3,500,000 

TOTALS 

$24,000,000 

$25,300,000 

SuMmry  of  D«p»rt»«nt  of  th«  Aray  R«erultln«  Builgeti 
Th»  cost  of  the  Aray  Iot«l  Porc»  recruiting  progru*  e»n  be 
determined  by  edding  the  coete  of  the  Active  end  the  Guerd  Reserve 
progreme. 

Proerem  PY  75  PT  76  Retimete 

Reguisr  Army  $231,366,000  $223,736,000 

USAREC 

Supplements  to  USAREC 
Unit  of  Choice  Canvessers 
Spaciel  Office  recruitment 


Metlonel  Guerd 
Army  Reeerve 


$22,000,000 

$24,000,000 


$24,100,000 

$25,300,000 


TOTALS  $277,366,000 


$273,136,000 


Dete  on  costs  other  Chen  Support  provided  by  Cept.  Ryen,  DA, 
Comptroller  Division,  August  1975;  Support  costs  (which  ere  psid 
by  Reeerve  units)  estimate  based  on  experiences  of  active  recruit- 
ing programs  and  Air  Force  Reserve  Support  expenses. 


t, 

'n 


Co»t«  Acc«»tlon 

Th«  coit  of  ioilividual  accaaalon*  for  aach  of  tha  DA  Taerultlng 
prograM  can  ba  calculacad  by  ralatlng  tha  prograa  racrultlag  budgae 
to  tha  racrulting  aceaaaion  goala. 

rt  75  laaulta 


Acctflom 


Co<t/Accftlon 


USAIUCC  (Including  $2n«366g000 
Unit  of  Cholcn  k 
Sptcinl  Officer 

rrograM) 


Any  Rational 
Guard 

Aray  taaarva 


$22,000,000 


$24,000,000 


(209.000  n.p.a.  217.176  $1,06).22 
S.176  offleara) 


(33,672  n.p.a.)  89.AS2  $243.93 

(53.780  p.a.) 

(18.229  n.p.a.)  36,333  $424.40 

(38,324  p.a.) 


oaetad  rt  76  Raaulta  - 


Coat/Accaaalon 


$223,736,000 


Aray  National  Guard  $24,100,00 


Aray  gaaarva 


$25,300,000 


(187,000  n.p.a.  194,931  $1,147.36 
7,951  offleara) 

(31,000  n.p.a.)  126,197  $190.96 

(95,197  p.a.) 

(19,200  n.p.a.)  43,600  $334.82 

(26,400  p.a.) 


y gagular  Aray  racrulting  raaulta  Iron  "Juna  Xaaulta  - fT  73  Total," 
Taauad  by  OASD  (H4RA)  July  1975;  Raaarva/NC  raaulta  provldad  by  Major 
Byara,  OASD  (H4RA). 


2/  Regular  Aray  aceaaaion  goala  from  "Juna  Raaulta  - FT  73  Total," 
Kaaarve/NC  racrulting  goala  provided  by  Mr,  R.  Hugglna,  OASD  (MARA). 
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la  aua,  during  FT  7S,  tb«  Aray  aptat  $277,366,000  for  Total  Forea 
racruitlng  acelvltiaa,  Thli  txpcndltura  productd  363,181  aav  accaaslona, 
for  a coat  par  accaaalon  of  $763.67,  During  FT  76,  eha  Any  Nfwatad 
$273,136,000  for  Total  Forea  raerultiag.  Thla  aapandltura  la  aapaetad 
to  produea  366,768  now  aeeaaalona,  at  a coat  per  Bceoaalon  of  $764,85. 

8.  AF88S  (Aiaad  Forcaa  baaUalng  and  Entrance  Statlona) 

Tha  Amy,  aa  Exacutlva  Agent,  provldaa  the  funding  for  AFEES 
oparatlona,  aacapt  for  eha  aalary  payaenta  of  oehar  Service  peraonnel 
vhlch  are  provided  by  thalr  raapactlve  Sarvlcea.  Tha  AFEES  appropria- 
tion la  contained  In  the  DSAMC  budget.  Ihirlng  the  laat  three  flacal  yaara, 
the  AFEES  budget  waa:  — ^ 

FT  76  - $26  allllon 
FT  75  - $25  allllon 
FT  76  - $26  allllon 

In  order  to  reflect  actual  coata  to  the  Servlcea  for  recruiting 
and  proceaalng  anllataea,  aavaral  adjuataanta  In  Service  racruitlng 
budgata  ahould  be  aade.  Flrat,  the  operational  coata  of  AFEES  ahould 
be  proportionately  dlatrlbutad  aaong  the  four  Servlcea,  baaed  on  their 


1/  Thla  eaount  Includee  both  the  actual  operating  expeneea  of  the  66 
AFEES,  and  an  eatlaate  of  the  coata  of  chose  personnel  elsewhere  in 
USAREC  who  are  primarily  responsible  for  AFEES  operations.  Information 
provided  by  Colonel  Hougen,  Director,  Production  Management,  USAREC, 

In  telephone  conversational  24  August  end  4 September,  1975, 
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use  of  Che  AFEES  ficllltlee.  Second,  sa  the  personnel  coats  of 
Che  ■lllcsry  personnel  assigned  to  AFEES  are  paid  froa  aoa-recrulclng 


accounts,  ths  per. onnel  costa  of  the  ■llltary  aen  and  ' 


I assigned 


to  AFEES  should  be  added  to  the  recruiting  coats  for  all  Serelcss; 

last,  as  the  Aray  pays  the  personnsl  costs  of  ths  AFEES  clelllsns, 

chase  costs  also  should  be  proportionately  distributed.  Although 

the  actual  Congressional  appropriations  for  FT  76  funds  has  aot  haan 

eoaplscsd  as  of  this  vrltlng,  thsra  should  be  llctla  satlacloa  la 

tba  axpeccsd  funding  and  expenditures. 

Froportlonsl  Distribution  of  AFEES  Costs  — ^ 

Opsrstlonsl  Costs  of  AFEES  - FT  76 

(contained  In  USAREC  budget)  Total  operating  coats  - )26  Billion. 


Service  Workload 


Froportlonsl  Shars  of 
Operstlnt  Costs 


A.  Aray 
I.  Havy 


112,760,000 
$ 6,600,000 
I 3,660,000 
$ 6,960,000 


U Data  on  AFEES  operations,  budget  and  proportional  workloads  furnished 
by  Colonel  Hougen,  Director,  Production  Manageaent,  USAKEC,  In  celsphone 
conversation  of  August  26,  1973. 
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Military  PTionnel  Cose*  * FY  76 

(p«ld  by  Sarvlcas  froa  Don*recruiting  fund*)  .. 

avaraga  coat  of  offieara  - $14,940  — ' 
avaraga  coat  of  anliatad  paraotmal  - $9,293 


Officers 

Enlisted 

<a.t 

A. 

Any 

121 

583 

S7.22  litUlss 

B. 

N.vy 

44 

214 

$2.84  itflllon 

i 

C, 

USMC 

34 

168 

$2.15  .mien 

> 

D. 

USAF 

47 

26A 

13.17  aUllos 

Ciyilian  Paraonnel  Coata  • ?T  76 
(paid  by  USAREC) 


A*  Aray 

B.  Navy 

C.  USMC 

D.  USAF 


avaraga  coat  * $10,097  — 

auAbar  of  civilian  aaployaea  - 1,004 


Sarvjca  Workload 


Proportional  Share 
of  Civilian  Paraonnel  Coata 

$4.94  ailUon 

$1.82  aillion 

$1.41  ■llllon 

91.92  ■lllion 


1/  Tha  average  personnel  coats  for  tha  AFEES  nilitary  paraonnel  ware 
determined  by  rates  contained  in  OoD  Handbook  7220. 9-H,  advance  notice 
thereto,  of  9 June  1975,  as  contained  in  a memo  froa  Joseph  P.  Velsch, 
DASD.  For  officers,  the  annual  composite  standard  rate  of  an  0*2  was 
used;  for  enlisted  personnel,  the  annual  composite  standard  rate  of  an 
E-S  was  used. 

2/  The  average  civilian  salary  of  $10,097  was  based  on  the  September 
T97S  wage  scale  of  a GS  5/3,  with  an  additional  81  to  cover  fringe 
benefit  costs. 


Pre-rtfd  Cottt 


Total  AFEES  Cotti,  by  Servlc«  FY 


76 


Adluatwanf 


A.  Any 


!•  Operational  Coata  i 

($26  ■llllon 

$12.7* 

-$13.26 

2.  Military  Paraonral 

budgeted) 

$ 7.22 

$ 7.22 

3.  Civilian  Parsonnal 

$ 4.94 

-8  5.2 

TOTAL 

$24.9  BlUloa 

-811.24  ■llllon 

R.V7 

1«  Operational  Coata 

$ 4.6S 

$ 4.68 

2.  Military  Paraonnal 

$ 2.64 

8 2.64 

3.  Civilian  Paraonnal 

$ 1.82 

8 1.82 

TOTAL 

$ 9.14 

$ 9.14  ■llllon 

USMC 

1.  Operational  Coats 

$ 3.64 

$ 3.64 

2*  Military  Personnel 

$ 2. IS 

8 2.15 

3.  Civilian  Personnel 

$ 1.41 

8 1.41 

TOTAL 

8 7.2 

8 7.2  ■llllon 

USAF 

1.  Operational  Costa 

$ 4.94 

$ .".9* 

2«  Military  Personnel 

$ 3.17 

$ 3.17 

3.  Civilian  Personnel 

$ 1.92 

$ 1.92 

TOTAL 


$10.03 


$10.03  vfllion 


EitlMf  of  AFEES  Co«t«  by  S«rvlc«  - Tt  75 


Totil  AFEES  Cose*  - $50,270,000 


Percentaao  of  Workload 


Coat  Eatlmaca 


U.S.  Amy 
O.S,  Navy 


U.S.  Air  Forca 


$37,600,000 
$ 3,278,000 
$ 2,363,000 
$ 5.027,000 


C.  Tha  O.S.  Nav 


Tha  O.S.  Navy  Eacrultlng  Coaaand  la  raaponalbla  for  tha  only  aajor 
racrultlng  prograa  within  tha  U.S.  Navy.  Howavar,  thara  ara  two  additional 


aaparataly  fundad  prograaa;  racrultlng  for  tha  Naval  Acadaay  and 
racrultlng  by  tha  Eaaarvaa  for  prlor-iarvlca  parsonnal. 


U.S.  Navy  Racrultlng  Coaaand 

During  FY  73,  tha  U.S.  Navy  Racrv'tlng  Conmand  racalvad  $98,555,000. 
For  FY  76,  $104,197,000  haa  baan  raijuested. 

Tha  Navy  utllliat  four  aajor  budget  categorlei  for  Ita  racrultlng 


Cataaory 


FY  75  Budget 


Advartlalng  (Including  Reaervea)  $21,979,000 


Military  Faraonnal 
Civilian  Faraonnal 


$45,704,000 
$ 5,716,000 
$25.156,000 
$98, 555, too 


FY  76  Budget  Raquaat 


$21,979,000 
$47,111,000 
$ 5,788,000 
$29.319.000 
$104,197,000 


1/  FT  7S  coft  estlnat«  baaed  on  FY  76  projected  txpeneee»  with  adjuetaent 
Tor  reduced  AFEES  FY  73  operational  budget# 

V Haao  for  Chief  of  Naval  Personnel  of  6 March  1975  fro«  F.  J,  Reegp 
Director,  Plana  and  Policies,  Subject;  History  of  Active  Forces  Recruiting 
DudgetSa 


' ^ 1 

"/hi 


. I 


Oaring  th*  AVF  «ra,  the  H«vy*s  expenditures  for  recruiting  hsve 
ii^rees^  spproxisetely  four*foXd  from  the  $27.8  ■illioo  of  ft  70  to 
the  aore  then  910U  adXllon  of  ft  76.  The  biggest  growth  years  were  ft  72 
end  ft  73,  when  the  recruiting  budget  increased  by  $18  and  $30  aillion 
respectively*  Since  that  tiae,  there  hes  been  steady  alow  growth. 

As  with  the  recruiting  prograas  in  the  other  Services,  the  greatest 
increase  has  been  In  advertising,  up  fron  $1.6/  aillion  in  ft  70  to 
the  alaost  $22  aillion  level  of  ft  76;  and  civilian  personnel  expendi-^ 
tures,  up  froB  $1*64  aillion  in  ft  70  to  the  alaost  $6  aillion  figure 
of  ft  76. 

Although  the  above  budget  figures  account  for  the  vast  aajority 
of  Navy  recruiting  expenses,  si^veral  additions  should  be  aade*  first, 
the  pro-rated  share  of  AFEES  cokts  aust  be  added  to  Navy  recruiting 
costs,!./  second,  the  costs  of  the  Naval  Acadeny  recruiting  aust  be 
added;^/  last,  the  personrel  costa  of  the  Reserve  prior-service 

y See  Section  B,  Supra. 

2/  ftr  LCdr  Joyce.  Naval  Acadeay,  4 Septeaber  1975. 
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ncruitlng  progroa  autt  b«  Add«d^^  <Noc«:  unllk*  other  Services,  the  Mevy 
budgets  for  recruiter  training,  recruiter  PCS  aovee,  and  recruiter  TOY 
expenses  at  recruiting  school  as  part  of  their  regular  budget). 

Suppleaente  to  U.S.  Navy  Kecruittne  Cnaatnd  Budget 


Naval  Acad«y  r.crultlng 

n 75 
90.000 

FY  76 
90,000 

ATEKS  staffing 

5,275,000 

9,140,000 

leserve  prior-service 
recruiting 

5,470,000 

5,510,000 

ToCal 

$10,816,000 

$14,671,000 

Suasary  ot  Navy 

Total  Fore.  Nacrultlaa  Exoaedlturaa 

prograa 

TY  75 

TT  76 

O.S.  Navy  lacrultlni  Coaaaad  9S,5»,COO 

(ragular,  apa  llaaarv.  4 of(tcara) 

104,197,000 

Suppleaentary 

Progrsas 

10,818,000 

14,671,000 

Total 

$109,191,000 

$118,870,000 

Costs  Per  Accession 

Tbs  cost  of  individual  accessions  into  the  Navy's  Total  Force  pro- 
graa  can  be  calculated  by  relating  the  recruiting  results  (actual  and 
expected)  to  recruiting  funds. 


2/  Per  Mr.  G.  Sender,  Budget  Branch,  Navy  Recruiting  Coaaand,  Sept.  75. 
NOTt:  $4.2  aillion  for  advertising  is  included  in  the  FY  76  request. 

$3.8  aillion  was  estiaated  as  the  cost  of  reserve  advertising  in 
FY  75. 
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Cli*  share  of  AFEES  coats  wist  be  added  to  Navy  recruiting  costs, 

second,  the  costs  of  the  Naval  Acadeny  recruiting  nuat  be  added;!/  lest, 
the  personnel  costs  of  the  Eeserva  prior-service  recruiting  prograe  nust 
he  added  (Note:  xmllkc  other  Services,  the  Navy  budgets  for  recruiter 
training,  recruiter  PCS  noves,  and  recruiter  TDT  expenses  at  recruiting 
school  as  part  of  their  regular  budget). 

Supplements  to  U.S.  New  Recruitiiut  Cossnand  Budget 
FT  75  FY  76 

Naval  Acadeny  recruiting  90,000  90,000 


1/ 


AFEES  staffing  5,275,000 

leserve  prior-service  5,A70,0(X) 

recruiting 

Total  $10,838,000 


9.140.000 

5.530.000 

$14,673,000 


Shasary  of  Navy  Total  Force  Recruiting  Expenditures 


prograu  , FY  75 

O.S.  Navy  Recruiting  Consand  98,555,000 

(regular,  Nps  reserve  4 officers) 

SupplSMntary  10,838,000 

Frograas  _________ 

Total  $109,393,000 


FT  76 

104,197,000 

14.673,000 

$118,870,000 


It  See  Section  B,  Supra. 

2/  Far  tCdr  Joyce,  Naval  Acadesiy,  4 Septe:d>er  1975. 

i!  Per  Hr.  G.  Bender,  Budget  Branch,  Navy  Recruiting  Conmand,  Sept.  75, 
NOTE:  $4.2  Billion  for  advertising  is  included  in  the  FY  76  request. 

$3.8  Billion  was  estiaated  as  the  cost  of  reserve  advertising  in 
FT  75. 
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rr  75  lUBuif 


Program 


Budget—^ 


2/ 

Ac^eaalona— 


Cost  Par  Accession 


U.S.  Mavy  Recruiting  $ 99,193,000 
Coonand  (Inc. additions 
for  AFEES  & Naval 
Academy  Recruiting) 

Reserve  prior-service  10,200,000 
Totals  $109,393,000 


119,216  $832.16 

(including  3,037  nps 
Reserves,  6,179  offi- 
cers and  110,000  nps  active) 

24,076  423. S9 


143,292 
Expected  FT  76  Results 


Program 


U.S.  Navy 
Recruiting  Coi 


Budge 

$107,270,000 


Reserve  prior-service  11,600,000 
Totals  $118,870,000 


Accession; 


J/ 


118,764 

(including  110,000 
Regulars,  2,345  nps 
Resarves,  and  6,419 
officers) 

13,873 

132,637 


Cost  Per  Accession 
$902.95 


836.34 


In  sum,  during  FY  75,  the  Navy  spent  $109,393,000  for  Total  Force 
Recruiting  activities.  This  expenditure  produced  143,292  new  accessions, 
for  a cost  per  accession  of  $763.38.  During  FY  76,  the  Navy  requested 
$118,870,000  for  Total  Force  recruiting.  This  exnendlture  is  expected  to 
produce  132,637  new  accessions,  at  s cost  per  accession  of  $896.19, 


W The  budget  for  active  and  n.p.s.  Reserve  recruiting  has  been  detemlned 
Fy  subtracting  the  Reserve  p.s.  estimated  funding  from  the  Recruiting 
Command  budget, 

2/  Active  Navy  recruiting  results  from  *'June  Results  • FT  75  Total**, 

Issued  by  OASD  (H6RA)  July  1975;  Reserve  recruiting  results  provided  by 
Major  Byers,  OASD  (M&RA). 

V Active  Navy  accession  goals  from  **June  Results  - FY  75  Total**;  Reserve 
recruiting  goal  provided  by  Hr.  R.  Huggins,  OASD  (H4RA). 
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Th«  P,S,  ttortn*  Coni» 

Although  Chore  Ir  o fornol  USHC  recruiting  conaand,  the  Herlncs 
carry  their  recruiting  coats  In  a single  account.  Accordingly,  with  the 
exception  of  their  pro-rated  share  of  AFEES  costs,  chars  arc  no  addi- 
tional cost  Iteu  which  should  bs  added  to  the  USMC  figures  In  order 
to  obtain  a aorc  complete  view  of  USMC  recruiting  expenses. 

During  FT  7S,  the  U.S.  Msrlnc  Corps  recruiting  program  was  budgeted  for 

$S3.02«,000.  For  FT  76,  the  Karines  have  requested  $56,724,000.  In 

1/ 

terms  of  the  four  major  budget  categories: 


Category 

FT  75  Budget 

FT  76  Budget  re 

Advertising  (Including 

reserves) 

$10,479,000 

$13,785,000 

Military  Personnel 

29,153,000 

28,232,000 

Civilian  Personnel 

1,330,000 

1,356,000 

Other 

12,064,000 

13,351,000 

Tote’s 

$ 53,026,000 

$56,724,000 

Included  In  the  above  totals  are  separately  budgeted  accounts  for  the 
USMC  KessTve  prior  service  recruiting  program,  which  totaled  $3,753,000 
In  FT  75  and  should  cost  $3,831,000  In  FT  76. 

As  with  other  Services,  the  largest  single  Increase  in  USMC 
recruiting  costa  In  the  AVF  era  was  for  advertising,  up  from  $876,000 
In  FT  70. 


1/  Data  furnished  by  Head,  Manpower  Flannlng/Prograsgxlng  and  Budgeting 
Branch,  Headquarters,  USMC. 
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Aa  tha  Harln^a  !iava  Included  funding  for  racrultar/cralnlng,  PCS  aovae, 
TDT  and  Raaarva  non-prlor  aarvlca  (n.p.a.)  raerulclnf  In  cha  above  totala, 
tha  only  addition  which  ahould  ba  aada  la  that  of  thalr  pro~rated  ahara  of 
AniS  coata.  For  FT  75.  thla  totala  an  aatlaatad  $2,363,000;  for  FT  76,  tha 
coat  ahould  ba  $7,200,000.-^ 

Su—ry  of  USMC  Total  Force  Rtcrultlnn  Budgtf 
Progr4«  FT  73  FT  76  egt, 

lagular,  n.p.a.  Uaarvaa^^  $49,273,000  51,344,000 

Frier  aarvlca  Raaarva  3,753,000  3,831,000 

AFUS  2,363,000  7,200,000 

Total  $55,389;00C  $63,924,000 


Coif  oer  Accession 

The  co«tt  of  lodlvidual  occcatlons  Into  th«  Marine  Corps'  Total 
Force  prograa  can  be  calculated  by  relating  reeulta  (actual  and  expected) 
to  recruiting  funda. 


FT  75  Feeulte 


Frotraa 

Budget 

Acceaalona 

Coat  per  Acceatlon 

Active  USIlC  and 
n.p.a.  Reaervea 
(Including  AFEES) 

$51,636,000 

60,000  npa  1 

7,340  npa  Reaervesj 
2.367  officers  I 

$740.76 

'■4»|707  \ 

Frlor-servlce 

Reaervea 

$ 3,753,000 

5,940 

$631.82 

\f  See  Section  aupra* 

2/  The  budget  for  active  and  n.p.a.  Reserve  recruiting  has  been  determined  by 
aubatractlng  cha  Reserve  prior-service  recruiting  prograa  eapendltures  from 
tha  USMC  total. 

A-3 


I 


♦ 


Actlva  8SMC  tai 

taMiraa  $58,M4,000 
(laelaillat  AFZES) 


52,000  a.p.a. 

5,790  B.p.a.  laMiTM 
2.175  oKlcari 
"59,9«5 


$975.75 


VriOT-Sarvlc* 

Maarva*  3,831,000 


5,300 


722.83 


to  ata,  durlat  ft  75,  tha  USHC  apaat  $55,389,000  tex  ToUl  fotea 
taeruitlDS  aetivleiaa.  Thia  ai^aiidttiita  producad  75,(47  nav  aeeaaaloBa, 
for  a coat  pat  aeeaaaloo  of  $732.17.  Durlnt  Tl  76,  tha  OSHC  haa 
raquaatao  y(Z, 373,000  for  Total  Terca  raemltliit.  Thla  axpandtturc  la 
aapaetad  to  produea  (3,263  natr  aceaaalona,  at  a coat  par  aecatalon  of 
$955.65. 


1/  Actlva  duty  and  Raaerve  n.p.a.  acccaatcm  goal  froa  "June  Raaulta 
n 73  Total",  op  clt.;  Raaerve  recruiting  goal  provided  by  Mr.  R. 
Hugglna,  0ASD(H4RA>. 
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I.  Th«  P«B»rtr«nt  of  th«  Air  fore* 

Tha  U.S,  Air  Fore*  Recruiting  Servlc*  !■  tha  ■ijor  racrultlng  or- 
tanlutlon  for  tha  U.S.  Air  Forca;  howavar,  aa  dlaeuaaad  In  aarllar 
paparai  tha  National  Guard  and  Raaarvaa  conduct  aaparata  racrultlng 
programa  which  ara  aaparately  funded.  There  alao  la  aaparata  funding  for 
aavaral  Special  Officer  racrultlng  prograna  (AF  Acadaaip,  iOTC,  lagal  of- 
flcara  and  chaplalna). 

P.S.  Air  Forca  Racrultlng  Service 

During  FT  79,  tha  U.S.  Air  Force  Racrultlng  Sanrlcaa  raealwad  $69,772,000. 
For  FT  76,  $70,000,000  haa  bean  raguaatad. 

Aa  reflected  In  tha  four  najor  budget  catagorlaa: 

1/  1/ 


Cataaorr 

FT  75  Budget 

FT  76  Budiat  Ra< 

Advertising 
(Including  printing) 

$18,606,000 

$15,600,000 

Hllltary  Personnel 

37,870,000 

38,200,000 

Civilian  Paraonnel 

4,308,000 

4,100,000 

Support 

8,988,000 

12,100,000 

Total 

969,772,000 

$70,000,000 

As  with  the  other  Serrleesg  the  greeteet  Inereeee  lo  Air  force  r»* 

crulting  coete  hee  been  for  edvertlelng,  which  hee  grown  fro«  the  $470,000 

level  of  1970.  Roveverg  unlike  the  ocher  Servlcee,  the  nDnej  epproprleted 

for  Air  Force  edvcrtislng  during  the  AV7  years  has  been  reduced  In  recent 
3/ 

years. 


y Data  furnished  In  letter  of  4 February  1975  by  Chief,  Fersonnel  Systees 
Plans  Branch,  Directorate  of  Personnel  Plans,  Headquarters,  U.S.  Air  Force, 

y Data  furnished  via  telephone  on  2 Septeeber  1975  by  Chief,  Personnel  Systea 
Plano  franch,  Directorate  of  Personnel  Plans,  Headquarters,  USAF. 

V In  FY  74,  the  Air  Force  received  $20  million  for  advertising,  or  $4.4 
million  more  than  the  FY  76  level.  A 4 
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In  ordn  to  t>I»  • eoaplct*  underataodtnt  of  tho  Air  fore*  Aetlv* 
fore*  recruiting  coat*,  aavaral  adjuataenta  In  Ch«  above  figure*  ahouM  be 
■ede.  fleet,  bceauac  DSAREC  pajr*  the  coat*  of  AfEES  operation*,  aone  of 
thee*  expendlcura*  ahoold  be  pro-rated  among  the  Servleee.  Second,  there 
are  eeveral  "hidden  eoata”  uhleh  are  not  Included  In  the  Hecrultlng  Service 
budget;  laet,  there  are  the  coat*  of  the  Special  Officer  recruiting  prograna. 

Supplenent*  to  0,S,  Air  force  Eecruttlne  Service  Budeet 


proerta 

1/ 

AfEES  etafflng 

il 

nji 

ft  76-e*t 

$5,027,000 

$10,300,000 

Eacrulter  training 

If 

250,000 

250,000 

Kecrulter  PCS 

If 

2,874,000 

2,874,000 

lecrulter  IDT  to 
training  course 
1/ 

300,000 

300,000 

Special  Officer 
recruitaent 

1,394,000 

1,394,000 

Totals 

$ 9,845,000 

$14,918,000 

national  Guard  Eecrulttng  Coat* 

The  recruiting  prograa  of  the  Air  National  Guard  le  aeparately 
funded,  and  during  Ff  76  , the  recruiting  expenditure*  for  the  Guard  are 
expected  to  be  $6.7  nilllon  (during  fT  75,  $5.0  nlllion  ua*  appropriated). 


1/  Sea  Section  B,  aupra . 

2/  Data  furnished  in  letter  of  4 February,  op.  elt. 
3/  Data  furnished  by  0ASD(H4RA)  Septeaber  1975. 
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Th«  allocation  of  thaaa  funda  la  aa  followa: 


Advartlalng 
Military  Varaonnal 
Support 


$1.3  Billion 


rt  7$  aat. 


1.7  BUllon 


$3.0  Billion 


$4.7  BllllOB 


Slnca  thaaa  flguraa  only  Included  tha  thraa  budget  itmm  Banagad  by 
the  Air  Guard  luraao;  raaarve  paraonnal  pay,  advartlalng  aad  racrultar 
training;  a vary  conaarvatlva  view  la  praaantad  of  Air  Onari  recruiting 
eoata.  All  other  recruiting  aupport  axpenaaa  awch  aa  racrultar  travel  and 
tranaportatlon  axpenaaa,  telaphonea,  auppllea,  ate.  are  lacladad  In  the 
budgata  of  tha  Individual  unite  and  are  not  broken  out  by  apaclflc  uaa. 
Howevar,  thaaa  eoata  can  be  eatlnated  at  approxlmatalv  $1  allllon,  bring- 
ing tha  total  Air  National  Guard  recruiting  eoata  for  rf  75  to  $6.0  Billion 
and  FT  76  to  $3.7  Billion  dollar*. 

The  greateat  aanunt  of  aoney  appropriated  for  Air  Natleael  Guard  re- 
cruiting aetlvltlea  uaa  In  FT  74,  when  $3.9  Billion  waa  apart.  Thla  waa 
an  Incraaaa  of  39-fold  froa  the  $100,000  appropriated  for  recruiting  In  FT  71. 


1/  I-l-  Col.  JaBci  R.  Blackwell,  Dep  Chief,  Air  Peraonnal  Dlv.  ,Alr  Nat. 
Guard;ltr,  to  AFDPXXS  dated  23  July  1975. 


■%  N,  . N : ■ 

•'V.  r ■'  J 


I 


24 


Air  Fere*  R«terv«  K«erultlrj  Co«t« 
tha  ncnlttsm  progna  of  tb«  Air  Romtvo  aloo  !■  Mparatolp  foitdad. 
Dualog  FT  74,  tha  lacruiting  axpandlturat  ara  axpeeted  to  ba  $6.9  allllon 
($6.4  alUles  «aa  approprlatad  $urlog  FT  75).  Alloeatloa  of  thaaa  funds 


la  as  follows; 

FT  75 

FT  76  sat 

Advertising 

$1.1  allllon 

$ .9  allllon 

Military  Faraonnal 

4.0  allllon 

4.1  Billion 

Civilian  Faraonnal 

.9  Billion 

1.0  Billion 

Support 

.4  Billion 

.9  allllon 

Total 

$ 6.4  allllon 

j 

$6«9  ■lllion 

Oalika  tha  Air  national  Guard  tha  hodgat  for  tha  Air  Forca  Rasarva 
racroltlng  prograa  ioeludas  tha  aajorltp  of  aspaaaaa  Incurrad  In  recruiting. 
Lika  the  Rational  Guard  recruiting  prograa,  there  has  bean  a significant 
growth  in  Air  Fores  Rasarva  recruiting  axpandlturaa,  froa  the  FT  71  level  of 
$1.0  allllon  to  tha  $6.9  allllon  level  of  FT  76. 


1/  Costs  based  on  data  In  Col.  Hlla'a  latter,  dated  24  July  1975,  op.  clt. 
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ary  of  Air  Fore*  Total  Force  lacrtiltloe  Budget 


F.  T.  7t  Eat. 


U.  S.  Air  Force 
Recruiting  Service 

AFEES  Staffing,  "Hidden 
Recruiting  Coata,  and 
Special  Officer 
Racrultaent  Prograa 

Air  National  Guard 

Air  Force  Raaerve 


$69,772,000 

9.S4S.OOO 


6,000,000 


$92,017,000 


$70,000,000 

14,911,000 


5.700.000 

6.900.000 
$97,91$,000 


Coate  Ter  Acceaalon 

The  coet  of  Individual  acceealona  for  each  of  the  Departaent  of  the 
Air  Force  recruiting  prograaa  can  be  calculated  by  relating  the  program 
recruiting  coata  to  the  recruiting  ecceaolona.  (See  nemt  pege.) 
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ft  75 


teetmtiota 


Cost  fw  Ace«««lon 


Aettv*  Ur  Fore*  }M.92N  85.8SX  tM8.S« 

( 78,000  B|i« 

8,851  ofticars) 

Ur  Forca  Uaarva  8.8M  17,798  387.84 

( 3,215  npa 
14,583  t>a) 

Ur  Forca  80  5.7M  17,657  322.78 

( 5,412  npa 
12,245  pa) 

In  aua,  during  FT  75,  tha  Ur  Forca  apanC  592,017,000  for  Total  Forca 
racrultlng  sctivltlaa.  This  aocpandltura  produced  124,179  naw  acceaalona, 
for  a coat  par  aecaaalon  of  $741.  During  FT  76,  the  Ur  Force  haa  raquaatad 
$97,518,000  for  Total  Force  raerulting.  Thla  aapanditure  la  axpactad  to 
produce  121,306  new  accatalona,  at  a coat  per  aeeaaalon  of  $803.94. 


$84,928 


$988.39 


Ur  Forca  Baaerva 


Ur  Forca  8G 


Active  Ur  Fores 


Air  Force  Baserve 


Ur  Force  DC 


ctad  FT  76  lasulti 


84.957 

( 77,000  npa 

7,957  offlcara) 

19.958 

( 2,907  npa 
17,051  pa) 

19,264 
( 6,446  npa 
12,818  pa) 


$936.70 


1/  Active  Ur  Force  raerulting  raaulta  froa  "June  Rasulta  - FT  75  Total", 
Tssuad  by  OASD  (H4RA).  July  1975;  Rasarva  NG  racrultlng  raaulta  provided 
by  Major  Byars,  OASD  (M4RA). 

2/  Includes  funding  for  U.  8.  Ur  Forca  Recruiting  Sarvlca,  AFEES  staffing, 
"hidden"  recruiting  expenaea,  and  tha  Special  Officer  Recrultnant  prograna. 

3/  Active  Ur  Forca  aecaaalon  goals  from  "June  Raaulta  - FT  75  Total", 
Tssued  by  OASD  (H6RA)  July  1975;  Reaarva/8G  recruiting  goals  provided  by 
Hr.  R.  Huggins,  OASD  (H4RA). 
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PROBLQI 

Th«  fundiMnCal  queatlon  that  ahould  ba  aaawarad  by  tha  EMC  concarnlng 
tha  budtatlng  ot  racruitlng  actlvltlaa  la  whatbar  tha  dlffarlag  coata  par 
accaaalon  for  tha  varloua  prograu  raflact  tha  optlaua  In  Total  Porca 
roenaltlng  prograaa;  or,  eoaoaraaly,  ohathar  tha  praaaat  badgatliig 
■yataao  and  coata  par  aeeaaaton  allow  for  cenatractlTO  ehaagaa  which 
would  battar  raflact  tha  Dapartaaot  of  Dafanoa'a  ccaaltmaat  to  tha 
abova  piinclpla. 

ALTEUUTtVlS 

Tha  purpoaa  of  thla  aactloo  la  to  Idaotlfy  and  dlacuaa  aanous  altar- 
aatlva  policlaa  concarnlng  tba  budgating  of  racruitlng  actlrltlaa. 

A fundaaantal  difficulty  in  analyalng  tha  budgat/coat  data  which  hat 
baan  provldad  by  DOD  and  tha  Sarvlcaa  la  tha  lack  of  abaoluta  unlfonlty 
on  Inclualona,  axclualona  and  daflnltlona.  Whlla  awary  attaoipt  haa  baan 
■ada  by  tha  Sarvlcaa  to  provlda  coaparabla  data,  thara  ara  araaa,  auch  aa 
Support  Coata  In  tha  Guard/Saaorva  prograaa,  whara  tha  dlffaraneaa  batwaan 
Sarvlcaa  and  coagMnanta  la  auch  that  dlffarant  ground  rulaa  waat  hava  baan 
uaad.  Purthor,  and  again  particularly  for  tha  Cuard/kaaarva  prograna,  thara 
la  a Urga  gray  araa  cauaad  by  tha  afforta  of  non-racrultara  to  halp  la  tha 
racrultaant  prograna.  Por  oxaapla,  Guard  and  Raaarva  unlta  hava  partlcipatad 
in  racrultMnt  prograw  aa  ragular  drill  parloda  and  thara  la  a nlxad 
racord  concarnlng  tha  accountability  of  thoao  afforta. 

Tha  abova  raaarvatlooa  notvlthatandlng,  tha  MC  ataff  ballcvaa  that  tha 
data  In  thla  raaaarch  papor  la  of  auch  cooplatanaaa  that  ganaral  conparlaona 
batwaan  Sarvlcaa  and  prograaa  ara  raaaenabla. 
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Rtcmtlwc  COST  COKPAMSOMS 

The  coet*  of  Total  Force  recruiting  ulthln  each  Serelce  varied  con- 
aldarably  la  FT  1975. 


Service  Total  Foreea  Racrultlng  Coata  - FT 

75 

Sarvlee 

FT  75  Total  Force  Coata 

Accaaalona 

Coat  fwr  Acceaalon 

U.S.  Araiy 

$277,000,000 

363,181 

$763.67 

U.S.  Itovy 

109,393,000 

143,292 

763.38 

O.S,  Marina  Corpa  55,389,000 

75,647 

732.17 

0.3.  Air  Force  92.017.000 

124.179 

741.00 

TOTALS 

$533,799,000 

706,299 

$755.77 

■mectad  Service  Total  Force  Recruiting  Coata 

- FT  76 

Servlea 

Rxnectad  FT  Coata 

Exp«ct«d 

Aee*««l<ms 

Coat  per  Acceaalon 

U.S.  Anar  $273,136,000 
D.S.  Ravy  118,970,000 
D.S.  Marine  Corpa  62,375,000 
0.8.  Mr  Force  97.518.000 
TOTALS  551,899,000 


366,798 

132,637 

65,265 

121.306 

685,956 


$764.85 

896.19 

955.65 

803.94 

$804.56 


Aa  aotad  In  tba  charta,  the  Total  Force  recruiting  coatt  for  the  four 
Servlcea  ware  aurprlalngly  equal  on  a coat-per-accaaalon  baala  In  FT  75.  Thla 
equality  ahould  not  continue  In  FT  76,  howavar,  with  the  Marine  Corpa'  coat 
per  acceaalon  Increaalng  by  the  graateat  deqroa,  due  both  to  an  Increaae 
In  racrultlng  coata  and  a corollary  decreaaa  In  acceaalon  goala. 
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As  ths  costs  for  sdvsrtlslng  In  sach  of  Chs  Ssrvlca  rscrultlng  prograas 
hsTS  inersasad  tha  sosc  during  ths  AVF  yssrs,  s cnsparlson  of  ths  costs  par 
sccssslon  for  tha  Sarvlca's  advsrtlalng  prograas  In  FT  73  and  FT  76  Is  of 
intsrast . 

Total  Fores  Advsrtlslng  Costs  par  Accssslon  par  Ssrvlca  - FT  73 


Sarvlca 

Adv«rtl«lnt  Budfttt 

Accssslons 

Coftt  p«r  Ac 

O.S.  Anqr 

$31,430,000 

363,181 

$141.66 

O.S.  Navy 

21,979,000 

143,292 

133.38 

O.S.  Marina  Corps 

10,479,000 

73,647 

138.32 

O.S.  Air  Fores 

21.006.000 

_124.179_ 

169.00 

TOIAU 

$104,914,000 

706,299 

$148.34 

Tha  axpactad  advsrtlslng  axpsndlturas  la  FT  76  should  rsflset  ths 
follosxng  costs  par  secasslon. 

Total  Fores  Esp/.ctad  Advsrtlslng  Costs  psr  Accssslon  par  Sarvlca  - FT  76 


Sarvlcs 
O.S.  Aray 
O.S.  Navy 
O.f.  Marina  Corps 
O.S.  Air  Fores 
TOTALS 


Expsetad 


Expactsd 


Advsrtlslng  Budgat  Accssslons  Costs  psr  Accssslon 


$ 34,530,000 

21.979.000 

13.785.000 

18.200.000 
$108,514,000 


366,748 

132,637 

63,263 

121,306 

683,936 


$148.76 

165.73 

211.10 

130.04 

$138.20 


As  notad  In  tha  abova  charts,  thsrs  should  ba  an  Insignificant  Incrsasa 
In  advsrtlslng  szpandlturss  In  FT  76  ovsr  ths  FT  73  costs.  Howsvsr,  vhsraaa 
tha  Air  Forca  was  ths  "hlghast  spsndar”  on  a cost-par-aceasslon  basis  In 
FT  73,  a rsductlon  In  tha  Air  Forca  budgat,  togathar  with  an  Incrsasa  In  tha 
Marina  Corpo  fund  rsquast  for  FT  76,  should  placa  tha  U.S.M.C.  In  tha  position 
of  spandlng  tha  hlghast  advsrtlslng  dollar  psr  acquisition  In  FT  76. 
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!te  dlHazmcM  ts  Strrlea  coat*  par  accaaaion  ehasg*  »ot»hat 
irins  th*  coat*  par  aecaaalao  of  ch*  aajor  Aetlra  racniitlog  progro* 
at*  compared  (Iseludlog  th*  racniltaane  of  n.p.a.  Kaaarre*  to  tta  bvy  and 
Marina  Corpa  prograu). 

Sarvlca  Active  Force*  Racruitlna  Coat*  - FT  75 


Service 

FT  75  Active  Forces  Costs 

Accessions 

Coat  Far  Accession 

y«  S.  An^r 

$231,366,000 

217,176 

$1,065.22 

V.  S.  Navy 

99,193,000 

119,216 

832.16 

U.  S.  Marine  Corps 

31,636,000 

69,707 

740.76 

II.  S.  Air  Force 

79,610,000 

84.957 

936.70 

Total* 

$459,632,000 

491,056 

» 933.65 

Theae  aaa*  cost/accession  differences  are 

expected  to  continue  in  FT  76. 

Expected  Active  Forces  Recruiting  Costs  « FY  76 

Service 

Expected  FT  76  Cost* 

Accessions 

Cost  Per  Accession 

U.  S.  Aray 

$223,736,000 

194,951 

$1,147.36 

U.  S.  Mavy 

107,270,000 

118,764 

902.93 

U.  S.  Marina  Corpa 

56,344,000 

59,965 

975.73 

t).  S.  Air  Force 

84.916.000 

83.551 

988.59 

Total* 

$474,468,000 

439,231 

$1,033.24 

Bacauaa  of  th*  dlffarancaa  in  thalr  recruiting  raaponalbllltla* , th* 
alx  Guard/Reaerve  recruiting  prograna  cannot  be  coapared;  hoKaver,  Ch* 
Any  and  Air  force  Guard  and  Reaerve  prograaa  can  be  coapared,  a*  can  th* 
Mavy  and  Marine  Corpa  prior-service  recrultaent  prograna.  Ivan  in  the** 
eoaparlaona,  hotrever,  th*  abaolut*  coat*  are  not  raflectad,  du*  to  tha 
unknown  coat*  of  racrultlng  actlvltla*  by  Guard-Raaarv*  non-racrulting 
paraonnal. 
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Budaet 

Accaaalona 

Coat  Par  Accaasloti 

Any  lUtlonal  Guard 

$22,000,000 

89,432 

$243.93 

Any  Rai*rv« 

24,000,000 

36,333 

424.u0 

Air  National 
Guard 

6,000,000 

19,264 

311.53 

Air  Forca  taaarva 

6.400.000 

19,938 

320.64 

ToC«lt 

$38,400,000 

183,227 

$313.33 

Any  fc  Air  Forca  National  Guard  A Raaarve  Kacrultlna  Coat  CaaMfiaon  * FT  76 

Coaponmt 

Cxpactad 

Budaat 

Cxpactad 

Accaaalona 

Coat  Par  Accession 

Any  NAtlonal  Guard 

$24,100,000 

126,197 

$190.96 

Aray  laaarva 

23,300,000 

43,600 

334.82 

Air  National 
Guard 

3,700,000 

17,657 

387.64 

Air  Forca  Raaarva 

6,900,000 

17.778 

387.64 

Totals 

$62,000,000 

207,232 

$299.22 

Maw  4 Marina  Coma 

Raaarva  Prlor-Sarvlca  Racrultlna  Protna  Coaparlaon  - FY  75 

Frotraa 

■udtat 

Acceaalona 

Coat  Par  Accaaalon 

navy  Prlor-Sarvlca 

(asarva 

$10,200,000 

24,076 

$423.39 

Marina  Corpa  Prlor- 
Sarvlca  Raaarva 

3,733,000 

5,M0 

636.10 

Totals 

$13,933,000 

30,016 

$463. 1C 

Haw  A Marina  Corpa 

Raaarve  Prior-Service  lacrultlnt  Pro«r»  Cowarlson  - FT  76 

Prosraa 

Cxpactad 

Mudaat 

Cxpactad 

Accaaalona 

Coat  Far  Accaaalon 

Navy  Prlor-Scrvlca 
Raaarva 

$11,600,000 

13,873 

$ 836.34 

Marina  Corpa  Prlor- 
Sarvlca  Raaarva 

3,831,000 

5,300 

722.83 

Totals 

$13,431,000 

19,173 

$604.96 
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Aa  in  thm  eharta  concarnlng  Retarva/KatlonaX  Guard  rceruitlB^*  thm 

Ara^  Ratioaal  Guard  is  spending  considerably  less  aoney  for  recruieing 
£hu  £bs  other  Iteset^  programs  and  the  Active  Service  progress*  thim  irf^ll 
be  articular ly  evident  during  FT  76,  when  there  is  a large  Increase  la 
expected  accessions  (fros  89,452  to  126,197}  without  a correspoodlag  in- 
crease  ist  requested  funding. 

Xn  li^t  of  the  above  cosparlsona  and  other  data  contained  in  this 
research  paper,  the  following  Alternatives  could  be  considered  by  the 
OHC  for  rscoBsendation  to  Congress  and  the  President: 

Alternative  1 would  continue  current  costing/budgeting  practices  without 
change.  The  advantage  of  this  Alternative  is  that  it  would  continue  to 
allow  each  Service  to  determine  their  own  budget  requireaents  based  on 
their  own  experience  and  expected  needs.  Further,  as  recruiting  funds 
are  part  of  total  Service  personnel  nanageaent,  the  Services  have  flexi- 
bility  In  adjusting  recruiting  expenditures. 

The  disadvantages  of  this  Alternative  is  that  there  is  no  formal  nro* 
cess  for  ensuring  a reasonable  distribution  of  Halted  recruiting  funds 
as0ng  all  Services  and  the  Guard  and  Reserve  coaponenta  thereof. 

Alternative  2 would  require  the  establlshncnt,  maintenance  and  utilisation 
of  cost/budget  definitions  which  are  coasK>n  to  all  parts  of  the  Total 
Force  recruitment  programs* 

The  advantage  of  this  Alternative  la  that  inforaatlon  vital  to  manage* 
sent  of  the  Total  Force  would  be  available  in  a fora  which  was  usable  and 
understandable  to  OSD  and  Service  leaders.  Congress  and  the  public* 

The  disadvantage  of  determining  and  then  adopting  consaon  cost/budget 
definitions  would  be  the  administrative  turmoil  resulting  from  a transition 
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Alf  rtutivt  3 vould  lequlr*  «ach  Scrvic«  to  ««t«bli*h  S«rvlc«-wldc 
•t«ndards  for  recruiting  ecceeelon  coece  end  to  um  theee  atendtrde  In 
• Service-wide  detenilnetlon  of  budget  requeete. 

The  edventege  of  thle  Altemetlve  ic  that  it  would  require  all 
Servlcea  to  program  recruiting  budget  expenaea  on  a Total  Force  baale. 

The  major  diaadvantage  would  be  the  loaa  of  management  prerogativee 
within  the  c''rrently  aeparate  recruiting  programe. 

Alternative  4 would  require  OSD  tc  eatabliah  DOD-vide  ataadnrds  for  re- 
cruiting acceaaion  coata  and  to  uae  theee  atandarda  in  a DOD-wide  deter- 
mination of  budget  requeeta. 

The  major  advantage  of  thla  Alternative  la  that  it  would  require 
the  Department  of  Defenae  to  enaure  that  all  Servicea  and  compooenta 
thereof  programmed  recruiting  budgeta  on  a Total  Force  baala. 

The  major  diaadvantage  of  DOt>-wlde  coating  atandarda  ia  that  the 
ayatem  could  not  recognize  the  greater  dlfficultiea  and  expenaea  in 
aome  recruiting  programe  (example:  combat  arma»  highly  technical  akllla, 
etc*)  and  the  changing  degrees  of  difficulties  in  these  programs  over 
time. 

Alternative  5 %fould  require  the  Service#  to  eetabllah  Service-wide 
atandarda  for  recruiting  ecceaaion  coate»  or  OSD  to  eeteblieh  DOO-wlde 
atandarda  for  recruiting  acceaaion  coate»  end  then  to  uae  tbeae  etenderds 
ea  guldclinea  only,  both  In  budget  preparation  end  in  on-golng  management 
ectivitice. 

The  advantage  of  this  Alternative  would  be  the  Increased  emphesla 
pieced  on  Total  Force  recruiting  without  undue  removals  of  Service  and 
component  management  prerogatives. 
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'An  Mjor  dlaadvantag*  of  this  Altcrnativa  wnild  b«  tlw  |iartt«l  loas 
of  MnagMcot  prerogotlvo*  «iehin  the  eeperete  progruM  and  Che  IsetaaMd 
difficulty  In  aeoaglog  changing  progcan  caquircnenta, 

CONCLUSION 

tiM  authora  haliava  that  the  DeparCaant  of  Defanaa  has  aada  eoa^ 
aandable  pcograaa  toward  achiaving  a Total  force  roerultlhg  prograa 
i*ieh  ta  affectlva.  Bowaver,  thara  am  aanraral  araaa  in  which  the 
mthota  aubait  that  further  laproviaenta  could  be  aada.  dceordingly, 
tha  following  racoaMOdationa  am  aubalttad  to  the  MC  for  chair 
eosaldaratioa. 

RECOMiENDATlONS 

That  OSD  aacabliah,  aalntain  and  utillxe  coat/budgat  dafinltlona 
which  am  conaon  to  all  parta  of  tha  Total  Force  recruiting  prograas. 

That  each  Service  astabllah  and  Mlncaln  conun  Active,  Reaerva 
and  National  Guard  standards  for  recruiting  accession  costs. 

That  these  Service-wide  connon  standards  be  used  as  guidelines  both 
in  budget  preparation  and  on-going  unagenenc  activities. 

That  the  Secretary  of  Defense  review  and  aonitor  the  Sarvlcea* 
of forte  to  achieve  these  goals. 
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MOT  AM  OFFICIAL  POSITION  OP  THE  DHC 


UCRUITHENT  III  THE  AIMED  PORCZS 
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nsnsi 

Mcsraomms 

nOtSJM; 

ttnaoHsimi 

COKUSIOHl 

uaMamTioMS: 


■aexuitcr  raiwmnal  FolleiM 


tavim  (caaraX  eoapoaltioo  of  tba  icaecaltar  (ocea  dwlas 
4raft  yaari  aod  eleaa  ^uantltat;.  ra  and  ^lalitatlva  ehasgas 
la  {area  vlth  tcaaaitian  to  AVF. 

- Focuaaa  oa  tha  varloua  eritarta  and  proeadutaa  Mad  ^ 
aaeh  of  tha  Sarvieaa  la  tha  araaa  of  raerultac  aeta«tlag, 
aalaetioB,  training,  aanlgtaenta,  and  grefaaalssaliaa. 


Hhathar  Ineraaaad  affielanelaa  or  laprovaaaata  In  Mtatlng 
praetleaa  night  ha  Idantlfiad  to  anhanca  tha  profaaalonalttB 
aad  affaetlvaaaaa  of  tha  raerultlng  foreaa. 


Idaatlflao  aarloM  optiena  avallahla  In  araaa  of: 

- falactlon  rad  a«aonlng  erltarla 

• Friority  aeeordad  raeruiting  for  poraonnal  aaalgnaanta 

- laerultar  training 

- A uraar  raeruitar  forea 


Sarrleaa  (particularly  Angular  Forcea)  ahould  ha  eoaaandad 
for  aignlfleant  laprovaaanta  In  davaloplng  a profaaalonal 
forea  of  ralatiaaly  young  auparior  raerultara.  Aray  national 
Guard  aad  laaarvo  appaara  to  ha  lagging  aonauhat. 


Fropoaaa  atapa  to  furthar  anhanea  Sarvlea  raeruitar  poraonnal 
pollclaa,  particularly  In  bringing  Any  Guard  and  RaMrva  up 
to  lagular  Forea  atan^rda. 
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SZCKDITMOre  IH  THE  ASHED  FOSCES 
BESEASCB  PAPER  H - lECRDlTER  PERSONNEL  POLICIES 


Escape  foe  two  brlaf  parioda,  lagialaclva  autborltp  aslatad  ftaa 
Sapcaitee  1940  until  July  1973  for  eonacrlptlon  of  nan  Into  tba  azwad 
foreaa.  — ^ lacauia  of  tha  draft,  racruiting  efforts  wars  llaltsd  Is 
■cops  and  Intensity,  and  aoat  racruiting  stations  ran  an  ordar-taklng 
business  - signing  up  thoss  who  appllsd,  but  not  working  vary  hard  to 
find  qualified  eandldatas,  — ^ 

Mills  Induction  authority  contained  In  Section  17(c)  oi  the  Military 

Salactlva  Service  Act  aspired  on  July  1,  1973,  Inductions  wars  prograsalvaly 

raduead  during  tha  period  prior  to  tha  AVF  years  and  they  ceased  Is  January 
3/ 

of  1973.  As  tha  prassura  of  tha  draft  dlnlnlahad,  tha  Sarvlcaa  found  It 
Increasingly  difficult  to  anlist  tha  naeassary  nisAar  of  voluntaars,  and 
■ajor  changas  wars  required  In  allltary  recruiting. 


1>  History  of  the  Salactlva  Service  Syatan  can  ba  found  In  tha  Diractor'a 
Sanlanaual  Raporta  which  supplaaant  basic  Inforaatlon  In  Salactlva  Sarvtea 
Systsa,  Outline  of  Historical  Backatound  of  Salactlva  Sarvlea.  Uaahlngton, 

D.  C.,  Ckivamnant  Printing  Office,  19S6. 

2/  Ststaasne  of  Roger  T.  Halley,  Assistant  Saerstary  of  Dafanas  for  Man- 
power and  Rsaetva  Affairs,  July  29,  1971.  Bearings  before  tha  Special  Sub- 
coanlttaa  on  Racruiting  and  Ratantlon  of  Military  Paraonnal,  Bouse  of  Rapre- 
santativaa,  Coanittaa  on  Armed  Sarvlcaa,  92nd  Congrass,  2nd  Session,  p.  8080. 

3/  Inductions  declined  from  208,774  In  FT70  to  35,678  In  FT73.  Proa 
^Salectad  Manp'urar  Statistics",  OASD  (Conptrollar) , Dlractorata  of  Infocna- 
tlon  Oparatlons  and  Control,  May  1975. 
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frevloua  rtsMreh  p«p«rft  in  this  rscrulting  Mrlss  s4dr«M«d  AVF- 
trs  chsngss  In  ortsnlsstlons«  nuabsrs  of  psrsonnsl  ssslgosd  to  rocniltlng, 
tad  totsl  rocrulting  budgsts.  This  pspsr  vlll  coosidor  chsogoo  which  hsv« 
occurred  in  recruiter  pereonoel  pollclee  ee  the  result  of  recruiting  cheng«- 
ing  fro«  a screening  end  processing  operation  for  wslk-la  traffic  to  a 
■arketlng  effort  for  the  AV?. 

j*aK»npw!)l/ 

Frlor  to  tho  tranaltloo  towrd  oa  AVF,  aosy  ooalor  KO'o  aa<  afflcaro 
of  tho  lagular  Force  eoaplatlag  thalr  toraa  of  ooTrlea  aota  looltnod  to  la- 
crultlai  Sarrlcaa  for  tholr  "twllltht  tourt”.  tarlag  tho  draft  yaari  atlltary 
roeruttlnt  aaa  aot  a fartleularly  d«aaadlag  allltary  aaa<|mat.  dlthoush 
raerultli^  quoua  vara  aaubllahad,  they  ware  ganarally  quaatlutlra  and  thara 
■aa  BO  drtra  for  the  hlghaat  arallahla  quality.  laductloaa  yrouldad  tha  aurga 
to  kaay  gagular  Forca  alllcary  rcqulrcaanca  filled.  Without  algnlflcant 
graaauraa  aad  daaanda,  thara  uarc  aany  roluataara  for  racmltlag  duty.  Aaalga- 
■aat  uaa  oftaa  vloood  aa  a rauard  for  long  and  dedicated  aarrlea.  Alao 
ladlcatlva  of  tha  lo«  praaaura  eorlrofaMBt  vara  the  taaarra  aad  Guard. 

They  aalatalaad  eo  recruiting  forca  alnca  they  had  long  ualtlag  llata  of 
voluataara  who  aought  aetry  la  llau  of  laduetlen  Into  the  tagular  Sanrlca. 


^ Oatalla  of  raerultar  acraenlog,  aalaetlos,  traloleg  aad  aaalgraant 
vara  gathered  during  DHC  ataff  vlalta  to  all  tagular,  taaarra  aad  Guard 
recruiting  haadquartera  and  offlcaa  during  tha  parloda  January  - April 
1973  aad  Septaahar  - Octohar  1973. 
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ktetvt*  at  tim  mt  is  Viatam,  prlorlttM  «tra  aeeatiai  ta 
•Mmtlal  frogras  ettwr  than  zaeruttlng  (ataea  tba  ttaft  eeuW  ba  eouatad 
spell  to  prostda  tba  aaeaaaarp  aeeaaaloaa).  laaaatlalljr  thm.  Is  1$70  tba 
liaersitiiig  Sarsteaa  bad  a lo«  priorltr  far  taaeurea  alloeatlesa,  saxa 
wdazaaasad,  asd  bad  a aissifieant  pareaataga  at  oldar  paraoaaal.  aaaipad.- 
te  1970,  thata  «ara  approxisatal;  7,000  total  ractultara  (or  all 
lapilar  Sarvlcas.  Aa  pravtoualp  noted,  tba  Kaaarvaa  and  Guard  had  no 
(all  tlaa  racrultlng  paraonnal.  Aa  o(  tba  and  o(  R 1973  the  alia  at  tha 
raerultlnt  (orcaa  had  grovn  algnlfleantlp.  Tha  coiriiinad  Total  Forea  ra- 
crultlng progriaa  during  R 73  ntlllaad  29,092  aanrleimn  and  soaen  and 


elvlllaaa.  0(  tbla  total  alsoat  12,000  paraoanel  vara  aaalgned  to  nana- 
garlal,  aupport  and  adslnlatratlva  (unctions.  Tha  raaalnlng  najorltp  e( 
tha  personnel  aaslgnad  (over  17,000)  eoaprlsad  tha  leap  alaaant  o(  tha 
(orcaa  — tha  "production"  recrultara. 

Conplasantlng  tha  expanded  (orce  alia  was  tha  Incraaaad  prlorltp 

II 

accorded  recruiting  (or  sinning  with  qualltp  paraonnal.  With  raspact  to 


paraonnal  aaalgnaanti^ . prlorltp  was  accorded  to  aalntalnlng  tha  Ragular 
racrultlng  (ores  strength  at  tha  authorliad  level.  Also  tha  hap  aanagarial 
and  auparvlaory  posltiona  ((roa  ccwiandera,  to  stall  positions,  to  district/ 
sraa/sona  suparvlsors)  ware  (Iliad  with  oKlcers  and  senior  MCO’s  who  had 
baan  top  pcr(orsars  In  pravloua  assignsNaca.  Ublla  no  special  criteria 


1/  Sea  atatasant  e(  Idautanant  Ccnaral  Caorga  1.  Foraptha,  U.S.  Amp, 
Special  Assistant  for  Hsdarn  Volunteer  Amp,  "Hearings  Before  tha  Special 
Subcomlttaa  on  Racrultlng  and  Retention",  op.  elt.,  pp.  8136-8137. 

2/  Ibid.,  p.  8136.  Tha  Racrultlng  Coasund  was  placed  aaong  the  top 
priorities  In  the  Amp.  As  another  exanple  (In  Z-Gran  109)  the  CHO 
astabllahed  recruiting  as  the  Navp's  top  priority. 
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«*r«  Mt  for  cho  adBlnlstraclT*,  clarlcal  and  Mpporc  potltlona  at  tha 
varloua  haadquartara  achalona,  flald  racrultlng  ocatlona,  or  the  Araad 
Forcea  SaMlnlng  and  Entrance  Statlona,  the  "halo”  effect  of  priority 
■annlng  reaulted  In  avera(a  to  above  average  peraonnel  being  aaslgned. 

the  criteria  for  aealgonent  an  a ’^production"  recruiter  becane  nore 
rigid  as  najor  ebangee  occurred  In  the  production  recruiter  force  during 
the  AVF  years.  Since  this  group  represents  the  key  elaasnt  to  success 
of  aiy  racrultlng  effort,  saphaala  uns  placed  on  assigning  younger  per- 
aonnal  who  not  only  had  superior  nllltary  perfomance  records,  but  also 
unre  Judged  to  have  an  ability  to  better  conaunlcats  »lth  the  young  people 
they  Mould  be  expected  to  enliet.  The  FT  75  recruiter  selection  criteria  for 
■egular  terrlcaa  raflacte  the  nova  to  build  a quality  recruiting  force. 

tlCroiTIR  SEtECTIOM  CUnEPIAi-^ 


« 

A«KT 

OSAF 

MVT 

OSMC 

Volunteer  Statue 

Vol. 

Vol. 

Vol. 

Vol/Xon  Vol 

Ac* 

U-3S 

- 

- 

21-40 

Crade  Kale 

M-7 

E*-* 

■S-* 

U-8 

Vaaal* 

13-7 

U-9 

B6-8 

Tl»*  la  Service  (Hln.) 

21  aoa. 

36  aoa. 

26  BOS. 

26  BOS. 

OT/GCT  Score 

110 

- 

- 

93 

Iducatloa 

■.8.  Cred 

. 

- 

I.S.  Crsd 

A.  ggCWJITKEIIT  AWD  SCRFEMIHC.  Volunteers  for  recruiting  duty  currently  are 
tollclt«d  throughout  tho  Active  Force*,  and  the  pereonnel  headquarter*  of 


1/  from  U.S.  Army  Recruiting  Cormand  Briefing  for  the  DHC,  Fort  Sheridan, 
IL  on  June  24,  1975. 
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tba  SarvteM  o(f«r  guaranteed  recruiting  eaalgneeata  to  auperlor  HCO's 
In  order  to  attract  additional  volunteera.  As  a result,  sll  Services, 
except  the  Marine  Corps,  have  been  able  to  san  their  "production*'  recralter 
forces  wtth  volunteers.  The  Herlnes  have  had  to  aaalgn  varplng  nusbers  of 
non-volunteers  to  eeet  their  needs.  Hhether  volunteers  or  Involontarp 
assizes,  all  Services  utilize  established  crlterle  and  guidance  fros 
Iscrulting  Headquarters  In  screening  potential  candidates.  The  screenings 
are  conducted  bjr  local  level  cn—snders  or  expert  recruiter  selection  tesaw. 

The  screening  procese  for  Regular  Forces  Includes  ui  intervlev  plus  an  evalua- 
tion of  such  factors  as  aaturity,  aotlvatlon,  appearance,  parforaance  In  present 
position,  oral  expreaslan,  financial  statua,  potential  personal  hardships  or 
faellp  health  probleaa,  elvlllaa  or  nilltarr  offenses,  rellabllltF,  phyticsl 

coidltlon  and  attitude.  The  Air  Force  elso  Interviews  a earrled  candidate's 

1/ 

wife.  The  Ravp  auppleaenta  screening  with  the  FF-16  Seles  Aptitude  Test. 

SMC  staff  Intervlewa  with  Reserve  and  Guard  representatives  also  indicated 
local  level  screening,  but  in  several  instances  the  details  and  scope  of 
procedures  were  lass  precise. 

B.  SELBCTIOS.  Personnel  records  and  screening  docuzMntatlon  are  centrallp 
processed  for  final  selection  within  the  Regular  Forces.  For  the  Any  final 
selection  Is  accoapllshed  by  the  Military  Feraoimcl  Center;  the  Air  Force 
by  an  Air  Training  Coeeuuid  selection  board;  the  Davy  by  the  Bureau  of  Naval 
Personnel;  the  Marine  Corps  by  Personnel  Division,  Headquarters,  USMC. 

Service  Recruiting  Coaands  Interface  to  varying  degrees  during  the  selection 
process  in  order  to  ensure  the  aeintenance  of  best  available  quality  standards. 


2/ 


1/  The  Any  also  considered  using  PT-16  but  decided  not  to  after  the  Aruy 
Research  Institute  questioned  Its  validity.  ARI  Is  presently  working  on 
a separate  aptitude  test  for  recruiters. 


2/  For  example  LTC  W.  Cilflllan,  III,  Head  USMC  Enlisted  Recruitment 
Section  stated  the  Recruitment  Branch  made  a final  go/no-go  decision 
on  each  recruiter  candidate  (September  19,  1975). 
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Salactlon  In  thn  Guard  and  taaarva  ara  laat  caneralltad  and  vary  tram  tranch 
to  branch.  Tor  asanpla,  unit  racrultara  tor  tha  Any  Guard  and  Air  Forca 
laaarva  ara  aalaetad  by  unit  cnanindara.  Civilian  GS  F-11  Any  Guard 
racrultar  candldataa  ara  cantrally  acraanad  at  tha  atata  laval  by  tha 
Clvlllatt  Faraonnal  Offlca.  Air  Guard  racrultara  ara  aalaetad  at  tha 
unit  laval  and  than  oonlnatad  to  tha  atata  Adjutant  Ganaral  vbo  apyrovaa 
and  noalnataa  to  tha  Rational  Guard  luraau.  Any  Raaarva  Ct  7-9  ra- 
erultlnc  candldataa  ara  aalaetad  by  tha  local  Civilian  Faraonnal  Offlca. 

C.  UCIOITIR  TRAIRIMC.  Tha  tagular  Sarvleaa  hava  raflnad  and  Inprovad  thalr 
racrultar  tralnlnR  evar  tha  laat  aavaral  yaara.  Inch  now  oyarataa  a fenal 
aauraa  of  Inatruetlon  which  auat  ba  auecaaafully  caaplatad  prior  to  aaalpn- 
■aat  of  an  anllatad  eandldata  to  a racrultar  paaltlon.'^  Tha  followlnt 
aanBarlaaa  aalaetad  Infonatloa  on  axlatlns  racrultar  aehoola  for  tha  RaRular 
Sarvleaa! 


tOCATIOR 

LSMCTH 

CUSS 

CAFACITT 

AmACI 

Ammo* 

UINT  II  FT.  BAMISON.  IX 

4 wk 

50  (par  wk) 

— 

12X 

ISAF  r LACRLAND  AFB.  TX 

S wk 

72 

25Z 

lAVT  1 RC  CRUXDO.  FL 

5 wk 

75  (aach) 

5Z 

!■  SIC  SAX  DIKO.  CA 

ISNC  1 MCI9  SAX  DISCO,  CA 

7 wk 

160 

22X 

Major  aaphaala  la  plaead  on  aalaa  tralnlnR,  paraenal  coaaualcatloa  akllla, 
advnrtlalat  aad  public  ralatloaa.  Tlao  la  alao  allotad  for  applicant  aeraanlns 
aathoda,  protraaa  aad  Incantivaa,  raerult  procaaaloc,  adalnlatratlon  and 
roerultlnc  oparatloaa.  To  varylnp  datraaa  aach  Sarvlca  utllltaa  rola  playlnp 


Tha  Sarvleaa  alao  conduct  aaparato  racrultln(  officer  nanataaont  couraaa 
for  offlcara  and  aalaetad  RCO'a  aaalgnad  to  auparvlaory  poaltlona. 
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■ItaatioiM  tar  frmetteal  tralaiat  is  tachnlqua*.  Th«  raenttw  selioola 
frevld*  a Mjer  letMa  to  1b«ut*  trctnad  and  quallftad  pacaoaaal  ara 
aaai^wl  to  tha  racnitlnt  foreaa.  raraosnal  loat  throntb  atertelos 
atm  ntazsad  ta  tlwtr  ptarlona  uaita  or  taaaaipaad  to  dutp  etiiar  tliaa 
Mcralt^.  Tha  Air  torco  laaarra  aad  Air  Goazd  aiae  utlllia  tba  racrutt- 
lag  aelwol  at  TacMand  AIB.  Tha  currlculvai  la  aodlflad  to  roeo^ilaa 
dlffaraat  pxo|r«M,  bat  taphaalt  rtoalna  oa  aalaa  trtioint  aad  pablle 
ralatlooa.  Succaaaful  coaplatloa  of  tha  lacrultlng  Couraa  la  a pro- 
raqulalto  to  ncalvlBg  actlva  dutp  ordara  to  rocrultlng  doty,  loaotva 
attrlttoo  anragoa  25X  tad  Air  Cuard  MX.  Tha  drop  Guard  and  Raaarva  ara 
laaa  foroal  la  thalr  roerultar  traialag.  Tha  Arap  Guard  alght  utlllia  a 
IS  hour  couraa  cooduetod  bp  tha  atato  Adjutant  Gonoral,  a apacial  tvo 
«aok  couraa  at  Ft.  Barrlaon,  or  a roerultar  corraapoodoaca  couraa.  Tha 
Amy  Raaarva  utlliaaa  a 15  hour  couraa  conducted  bp  a aobtla  training 
taaa,  or  a ona  or  too  woak  apacial  couraa  at  PC.  Harrlaon.  Training  la 
not  oandatorp  prior  to  aaalgnatnt  oa  a racniltar  and  theta  la  no  attrl- 
Cloa  aaong  the  varioua  Anp  Raaarva  and  Arap  Guard  training  prograaa. 
ft.  RICRUtTRl  ASSIGWHITS.  Moat  rocrultara  raeatva  aaalgoMnita  to  ganarol 
loeatloiia  of  thalr  choice.  Tha  baale  length  of  aaalgnaant  la  tha  Regular 
Porca  la  throa  poare.l/  All  have  provlalona  for  aarllar  totalnaclon  of 
tour  for  ouch  roaaosa  oa  pfapaleal  probloat,  hardahlp,  lov  produetlvltpi 
dloclpllsarp  or  Indabtodnaaa  ptebloMt  or  aolpractlea.  Xach  Sarvlca 
alao  haa  provlalona  for  longer  aaalgTaunta.  Tha  Arap  will  aatond  a 
recrultar  Indaflnltalp  If  neither  he  nor  hla  coaoandar  roqueat  tranafar. 


^ Tha  Marina  Corpa  rocentlp  langthanod  tha  baale  tour  to  40  aontha 
dua  to  a ahortaga  in  tha  nacaaaarp  niabar  of  qualified  raplacaeanta. 
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Th*  Air  Fore*  »•••  ■ alallsr  Indaflalta  tear  eontlasaat  opoa  an  annual 
ravlaw  of  parfornanca.  Tha  Kavy  will  aatand  up  to  400  aupartor  par- 
fornara  (upon  thalr  raquaat)  for  ona  additional  yaar;  half  thla  nunbar 
ara  allclbla  for  a aaeond  yaar'a  antanrfen.  Tha  Marlnaa  will  antand  a 
tacrultar  to  four  yaara  (upon  raquaat)  and  In  apaclal  eaaaa  a nan  nl(ht 
raaaln  for  a fifth  yaar. 

bcapt  for  tha  Any'a  clTlllan  GS  7/0/11  poaltlena,  ahleh  ara  par- 
aanant  appolntaanta.  tha  Arwy  and  Air  Forca  taaarva  and  Guard  nllltary 
raerultloA  tour  durationa  ara  laaa  atabla.  Tha  Aiay  Guard  baa  no  data 
on  tha  7,840  unit  roerultar  tour  lan(tha  but  an  approxlaata  aatlaata 
la  60t  tumowar  par  yaar.  Tha  Amy  taaarva  aatlaataa  a 20X  tumovar 
aaeh  yaar.  Air  taaarva  raemltara  racalva  actlva  duty  ordara  for  ana 
yaar  and  thara  ara  provlalona  for  annual  vxtvnaiona.  Howavar,  annual 
tumovar  rataa  ara  not  avallabla.  Of  tha  212  authorliad  Air  Guard 
blllata,  96  paraona  hava  baan  contlnuoualy  aaalgnad  to  raerultlns  alnea 
the  forca  waa  aatabllahad  In  1972  (annual  tumovar  not  teadlatuly  avall- 
abla but  aatlaata  about  20X).  Moat  loaaaa  of  taaarva  and  Guard  raemltara 
ara  tha  raault  of  aora  attractlva  civilian  job  opportunltlaa. 

I.  CARttt  ttCKDTrillG  9FBCIALTT.  Only  tha  Bavy  haa  a caraar  apaclalty 
for  raemltara.  Oaalgnatad  Ravy  Counaalora  (BC),  tbaaa  paraonnal 
altamata  batwaan  racrultlni  duty  (aahora)  and  flaat  unlta,  wham  thay 
davota  thalr  tlna  to  caraar  ceuuaallnt  and  ratantlon.— ^ Although  not 


1/  The  Navy  recmlclng  force  haa  an  allowance  of  615  NC'a  which  la 
dealgned  to  provide  for  a profeaalonal  recruiting  cadre.  Aa  of  September  8, 
1975  there  were  380  aaalgned  (approximately  12X  of  Che  total  recruiter  force). 
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IwvliV  • 4nitaac*d  special  esrscr  fiaU,  tha  Anap  aai  Me  nirea  asaastl* 
alljr  fcacse  a imip  of  earaar  racrultars  through  rhair  Indaflnlta  aatasslon 
pollelaa.  CtvUlaa  tachatelana,  plus  provisions  for  socenstvs  aatanalona 
of  ■illtcrp  racrultars,  also  fosters  a eadra  of  profsaaionals  «tthls  tha 

t 

Iteserva  and  Guard  although  no  caraer  spaelalty  is  designated. 

nOBUN 

the  fundsaental  question  that  should  he  ansuared  bp  tha  EMC  eoncera* 
li^  recruiter  standards,  screening,  aalectlon,  training  and  aaslgnaents 
is  idMthar  increased  efficiencies  or  iaprovaasnts  in  anistlng  practices 
night  be  Idantifiad  uhieb  uould  eahanca  tha  affscclvenass  and  profassion- 
alian  of  tha  rscrultar  forces. 

AtmuTim 

lbs  purpose  of  this  section  is  to  identify  and  discuss  various  alter- 
natives uhlch  al^t  iaprova  recruiter  peraonnal  policies. 

Alternative  1 uould  establish  standards  for  assignniBt  to  recruiting 
duty,  lagular.  Is  serve  or  Kstionsl  Guard.  Thasa  standards  could  be 
stated  in  terns  of  nlninun  (or  a alninua-naxinun  rauga)  years  of  service, 
educational  levels,  GCT  scores,  approval  of  screening  boards,  etc.  The 
advantage  of  this  alternative  would  be  the  ascsnalon  of  tha  current  unl- 
fotnly  high  standards  for  gegular  Fores  raeruitlng  personnel  to  the  Reserve 
and  Rational  Guard  recruiting  forces.  The  adoption  of  this  altamative 
wotild  support  Che  Total  Force  concept. 

The  disadvantage  of  this  altsrnatlvc  would  be  tha  loss  of  certain 
nanagansnt  prarogstlvaa. 

Alternative  2 involves  adjusting  the  priority  accorded  recruiting,  particu- 
larly in  the  area  of  peraonnal  policies.  W’.th  the  advent  of  the  AVF,  all 
Services  upgraded  recruiting  and  have  aalntalned  it  anong  their  several 
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top  prograaa  for  priority  aannlnt  with  porsonaol  who  hava  aablbitad 
auparlor  parforwaoea  la  prior  aaalgoaanta.  Uhlla  racogaliad  aa  aa  latamtl 
Servlca  aanagatieat  option,  thla  Altamatlva  would  urga  walntanaaca  of 
racrultlng  aaong  tha  top  prlorltlaa. 

Tha  advantaga  of  ■alntalnlng  a high  priority,  aa  propoaad  la  thla 
Altarnatlva,  racognlaaa  tha  aaaantlal  naad  for  auccaaaful  alaaloa  aecoa- 
pllahaant  — raqulrad  aecaaaloaa  ara  a hay  alaaaat  la  tha  awccaaa  of  aa 
Avr. 

Tha  dlaadvantaga  of  according  priority  to  racrultlng  la  that  It  «ould 
hava  a nagatlva  lapact  upon  Banning  of  op^atlonal  uolta.  lowavar,  aa  hay 
racrultlng  poaltloaa  aaouat  to  ap^oa^taly  It  (or  laaa)  of  a tagular  farv- 
Ica'a  total  atrangth,  and  tha  papulation  froa  which  paraonal  ara  aolactad 
la  larger  by  at  laaat  a factor  of  tan  (or  aora)  than  ou.horltad  racrultac 
atrangth,  tha  lapact  on  oparatlonal  unlta  of  aaa<^.i,,g  high  quality  par- 
aonnal  to  racrultlng  la  alnlaal. 

Altarnatlva  3 would  propoaa  fomallalng  and  cantrallalng  tha  acraaalng 
and  aalactlon  pollclaa  for  taaorvo  and  Guard  ro«.rultara  to  parallal  tha 
tagular  Sarvlcaa.  Screening  and  aalactlona  am  praaantly  divided  aaong 
thoueanda  of  Individual  unlta,  local  and  atata  Civilian  Paraoaaal  Offlcoa, 
and  State  Adjutant  Gaaarala.  Only  tha  Air  National  Guard  haa  a caatral'  :ad 
final  aalactlon  point. 

The  advantage  of  fomallalng  tha  acraaalng  pollclaa  would  bo  to  aora 
clearly  focua  on  Initial  pamonal  InvolveaMnt  by  local  coaundera.  Cantra- 
lliad  aalactlon  would  aloo  paralt  azpart  ravlnw  and  coaparlaona  of  mlatlva 
quallflcatlona  auch  aa  naturlty,  aotlvatlon,  app  aranca,  parfomanca,  oral 
axpraaalon  and  attitude.  Such  atandardlaatlon  would  alao  pmcluda  currant 
practlcea  where  many  lower  echelon  Raaarva,  Guard  and  civilian  paraonnal 


with  BO  roenlttiv  OEporlonco  and  only  a Blnlaua  uadazacaadtag  of  caenilt- 
f»S  aa  a aazkatlag  oyaiacloo  aza  acztaolag  aad  taleetlag  zaczultaza. 

Xha  aajoz  dlaadvaataga  of  fozaalitiag  aad  caatzaltzisg  tka  zaezaitaz 
aezaaslag  aad  aaXactloa  yzocaaa  would  ba  aa  laczaaaa  In  tha  daealla  and 
tlaa  cazzaatly  dawotad  to  aalactiag  laaarva  aad  Guazd  zaczultaza,  Itowavaz, 
agalB  baaad  upon  zacaat  Kagulaz  Sanrleaa  and  AHC  axpaziaacas,  tbla  dla- 
advaataga  should  ba  off aat  by  lapzovad  qualificatloat  of  aalactad  zaezuitaz 
eaadidataa. 

Altaznatlva  4 would  zacoaaaad  that  tha  kemf  laaazva  and  Ouazd  aodify  policiaa 
to  zaqulza  auccaaaful  collation  of  a zaezuitaz  school  (such  as  Ft. 

Baojaaln  Bazzison)  as  a pzszaquislta  to  aaalgnasnt  to  zsezultlng  duty. 

As  a BlnluB  this  should  apply  to  tha  118  Counsaloz/Lialson  MCO's  and 
430  GS  7-9  Baezultlng  Tachnlclans  of  tha  taaazva  plus  the  90  Liaison  HCO'a 
and  78  GS  9-11  Taehnlclana  of  tha  Guazd. 

Tha  advantage  of  this  altaznatlva  is  that  In  addition  to  pzovldlng 
valuabla  pzofaaalonal  tzalnlng.  It  pzovldea  a functional  naans  to  sczaan 
foz  qualifications  and  ability  pzioz  to  an  individual  being  locked  Into 
a zaezulting  position. 

The  awjoz  dlsadvantaga  la  the  inczaasad  cost  in  TOT  funds.  Howevsz, 

■uch  of  this  Bight  ba  offset  by  zaductlons  In  the  cuzzant  aoblla  tzalnlng 
effozt  and  state  AG  tzalnlng  couzsaa.  Also  offssttlng  would  ba  unquantl- 
fiabla  savings  In  zaezuitaz  efficiency  acczulng  fzon  enhanced  pzofcsslonallsa 
Altaznatlva  5 would  pzoposa  establishing  a single  Joint  DOD  zaezuitaz  school 
to  zeplsca  the  Individual  Sazvlce  schools.  Since  the  current  schools  all 
saphasisa  sales  training,  personal  coassmlcatlona  skills  and  public  rela- 
tions, tha  existing  schools  are  to  a great  extent  duplicative. 


Th«  «dvAnt«c«  of  thia  Altornatlva  iaaoXvM  Mvlofa  OMociaCad  vich 
aaintalniog  ooa  achoolva*  th«  currant  flva  — albalt  tba  siofla  achool 
would  hava  to  ba  cooaldarably  larger  and  ataffad  to  handle  tba  total 
■llitary  racrultar  flow»  which  aaounta  to  an  araraga  total  for  lagulara 
alona  of  ovar  500  aaaignad  at  any  givan  tlaa*  It  would  alao  ba  aaalar 
to  Inaura  that  top  quality  training  waa  racaivad  by  all  Total  Ibrea 
racruitara. 

Tha  dlaadvantaga  la  that  aacb  Sarvlca  davotaa  conaidarabla  tina  to 
parochial  aubjacta  other  than  aalaa  training  (a.g.,  qaalificatioaa  for 
warioua  officer  and  anllatad  prograaa,  optiona,  incantlaaa,  nrgaaj ratioo» 
public  relationa  aupport  prograae,  oparatlona  and  aaimaaanr . ate.)  Addi- 
tionally, tha  aalaa  training  ia  tailored  to  nany  progrMo  widch  are  unique 
to  individual  Sarvlcaa. 

Aa  a raault,  even  if  a aingla  joint  curriculun  night  ba  davlaad  for 
recruiter  training,  the  Servlcee  probably  could  juatify  the  need  for 
apeciallaed  training  in  a nuaber  of  other  key  arena. 

Alternative  6 would  propone  eatabliahaent  of  a career  apecialty  for 
recruit era  in  each  of  tha  Servicea. 

Tha  advantage  of  thia  Alternative  ia  that  it  would  provide  wlchin 
tha  recruiting  forcea  a cadre  of  career  profaaalonala. 

The  diaadvantage  ia  that  in  addition  to  coapenaatory  radactlona  in 
other  apecialtiea  and  tba  coata  aaaoclated  with  eatabliahaant  and  nanage- 
■ant  of  any  new  apecialty,  it  could  lead  to  Inataacet  of  atagnated  per- 
fomance.  Service  personnel  aanagera  cited  cases  where  recruiters  per- 
foraad  superbly  for  periods  of  tine  but  then  reached  a plateaw  or  perhaps 


"tainad  out".  Iflth  • e«r*«r  ipaeialty,  th«  racntleing  fozea  wmld  wraatu- 
aXly  tad  sight  detract  fros  tha  currant  asphaala  of  aaatgolag  rala- 

tlvel7  jroungar  paraoonal  uho  bava  as  ability  to  battar  consunlcata  with 
the  young  peopla  they  sould  ba  trying  to  anliat. 

COMCU;SIOII 

After  a careful  reviaw  of  current  racruitar  aeraaning,  .^eetion, 
training  aid  aaaignsant,  tha  EMC  ataff  concludaa  that  tha  Services 
(particularly  Regular  forcaa)  have  aada  significant  isproveaents  in  chair 
policiaa  since  tha  Ineaptlon  of  tbs  AVF.  They  should  ba  coasandad  for 
taking  tha  inltlatlva  in  rapidly  davaloping  a pnfaaaional  force  of 
ralatlvely  young  superior  racruitars.  On  tha  other  hand,  tha  policiaa 
and  praeClcas  of  the  Amy  Rational  Guard  and  taaarva  eoneamins  racruitars 
have  not  kept  pace  vith  tha  lagular  forcas.  In  ordar  to  anhanca  tba 
davaloping  profaaalonallas  within  tha  roeroltlng  forces,  tba  following 
racoasendaclona  are  aubslttsd  to  tba  MC  for  thair  eonsidaratlan. 

UCOMEIDATICIIS 

1.  That  the  currantly-hlgh  standards  of  tha  Active  Forces  for  aaalgn- 
aent  to  "production"  recruiting  duty  ba  aalntaincd;  that  alsllar  ataodards 
ba  aacabllshed  and  nalntained  for  all  Rational  Guard  and  Reserve  "production' 
recruiters. 

2.  That  aaaignsent  to  kay  supervisory  and  "production"  recruiting 
duty  be  established  and  nalntained  by  the  Regular,  National  Guard  and 
Reserve  elesenca  on  a priority  basis;  chat  aaslgnsenC  Co  adnlnlstrative 
and  recruiting  support  positions  be  established  and  aalntalned  on  a lower 
priority  basis. 
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3.  Thit  th*  currant  Actlv*  forcM  "production'*  ncniltor  ocraonins 
and  aalactlon  pollclaa  and  practlcaa  ba  nalntalnad  by  tba  ictlua  forcaa 
and  aatabliahad  and  nalntalnad  by  tha  Rational  Guard  and  laaarra 

4.  That  tha  currant  Aetlva  Forcaa  raqulranant  that  all  "production" 
racrultara  auccaaafully  eonplata  Kacrultar'a  School  prior  to  flald  aaalfn- 
nant  ba  maintained  by  tha  Aetlva  forcaa,  and  aatabliahad  aad  nalntalnad 

by  tha  National  Guard  and  taaarva. 

3.  That  aach  Sarvlca  rataln  Ita  ovo  lacrultlns  School;  that  aach 
Sarvlca  achool  ba  uaad  for  tapular.  National  Guard  aad  laaatva  poraonaol. 

6.  That  tha  current  Navy  progran  of  aatabllahlnt  a caraor  field  for 
racrultara  be  nonltorad  and  evaluated  by  OSD  with  a vlav  taanrd  axtandlnc 
the  concept.  If  auccaaaful,  to  tha  other  Sarvlcea,  Actlvo,  National  Guard 
and  Saaarva. 
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tacrulclag  Tool*  ) 


Review*  ch*ng«  In  Bllltary  recruiting  fro*  • 
proeesflng  opereclon  lor  walk-ln  traffic  t*  a 
■arketlng  effort.  In  Identifying  th*  aalae 
procaa*  and  aaaoclated  tool*,  th*  paper  dlacaaaa* 
the  available  aarkat,  advertlalng,  proaotlaaa, 
anllataant  guarantee*  end  option*,  and  raenltar 
effort*  and  tacbnlqua*. 


PROBLDI:  In  tranaltlonlng  to  an  AVP,  all  Sarvlcaa  baaa 

aabarkad  upon  greatly  expanded  advertlalng  aad 
proaotlon  prograaa,  and  enllatnant  option*,  lha 
quaatlon  1*  whether  Increaaad  afflclancla*  ar 
laproveaaat*  night  b*  raallxad  la  than*  ptagran*. 


ALTERNATIVES;  Idantlfiaa  varlou*  option*  avallahla  la  anaa  aft 

- Recruiter  tachnlqua* 

- Advertlalng  and  pronotlon* 

- Enllatnant  option*,  guarantaa*  and  Incaatlvaa 


CONCLOSION:  Racrultlng  auccaa*  baa  bean  acconpanlad  by  algnlfl- 

cant  Increaae*  In  racrultlng  coat*.  Talu*  of  tool* 

(a.g.,  advertlalng,  pronotlon*,  anllatnant  age tone) 
la  andoraad,  however,  unanawarad  quaatlitn  ranalna, 

"How  auch  1*  anoughT" 

■ -h'  ■ 

lECOHKEMDATIOHS ; Propoae*  Initiative*  which  would  batter  tdMtlfy 

all  available  tool*,  require  po*t>*xp*ndltnr* 

juatlflcatlon  of  nany  unnaaaurad  effort*,  aad  v, 

contrlbut*  to  afflclencla*  aad  Increaaad  racrultlng 

affactlvanaaa. 


ISSUE: 

BACKCROUNU: 


uaoirmzirr  nt  thi  aimed  roicis 

USEAICH  PAPEI  #S  - REdUITIlIC  TOOLS 


BAC1CG80D1ID 

With  tha  advant  of  tha  AVF,  allltary  racrultlag  chaafad  Irom  a 

acraanlni  and  procaaalnt  oparatlon  for  mlk-ln-traffic  to  a aarkatlns 

affort.  Tha  baalc  aarkatlni  affort  aa  It  appllaa  to  raeraltla(  can  ha 

1/ 

(laphleally  llluatratad  aa  follovs: 

7 STEPS  TO  A RECRUITMENT  SALE 


f AWARENESS 

«•  UNDERSTANDING 

AOVtUTIflNO  1 
' ^ tffOAT 

• INTEREST 

4- PREFERENCE 

r-'^'WSONAL'''''' — 

• MAKE  PROPOSAL 

SCLLINQ  . , 

erroAT  • • ’ 

• GET  DECISION 

7 KEEP  "CUSTOMER" 
SOLO 

sfRyicTcitwitNC^  — 

Tha  product  balnp  aold  la  aarvlea  In  a particular  nllltary  branch,  ragular 
or  raaarva.  Tha  prlca  la  aaaaurad  In  taiva  of  a pouch  coaalttlns  tcm 
parlod  of  hla  Ufa.  Thla  papar  will  addraaa  tha  rarloua  alda  and  toola 
avallabla  to  racrultara  In  naklnt  tha  "aala".  Spaclflcallp  It  *111  look 
at  tha  avallabla  narkat,  racrultar  affort*  and  tachnlquaa,  advartlalng, 
proaoclona,  (uaract***  and  option*  ~ an  evarvla*  of  r*crultln(  op  to  tha 
point  of  procaaalng  by  racrultar*  at  tha  Araad  Eorcaa  txanlnlni  and  Entranc* 


1 


! 

1 


■'1 

T, 

■ 

I 

i 
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1/  Pros  D' Arcy-MacKanus  and  Maalua  Advertlalng  Agency  praeantatlon  to  tha  ! 

DMC  during  public  hearings  in  New  York  on  August  18»  1975.  ' ^ ^ v 


SMtlMW.  (For  a diaeuaaloa  of  procaatla$  by  roerultara  ATIiS,  aaa 
laaaareh  Fapar  #6,  "laerult  Frocatalof  Controla.") 

I,  im  ittUggr 


Sm  priaary  aarkat  for  aala  non-prloT-aarviea  aollatad  volimtaara 
(lAieh  aaooBta  to  ovar  thraa  i(uartara  of  total  aceaaaioa  saada)  ia  gasarally 
ylawad  aa  tha  17-22  aca  group.  Tha  total  niabar  In  tbia  groi^  yarlaa  froa 
yaar  to  yaar,  bovarar,  tha  followliig  chart  llluatrataa  tha  annual  avariva 
o»ar  tha  1975-79  parlod.^  Tha  priaary  targat  group  ehangaa  aa  tha  eUar 

TOTAL  MALE  CANOtOATES.  AGES  17-22 
( I2.6S  MILLION) 


■evs  out  And  new  17  jwe  olds  «nt«r  it.  In  t<ra«,  vlth  alolnja 

Btaadard*  th*  •uataliiAbilley  of  th«  AVF  vlll  raquiro  that  about  ona 


1/  Statistics  derived  froa  Binkin,  Martin  and  John  0.  Johnston,  the 
Brookings  Institution,  "All-Volunteer  Armed  Forces:  Progress,  Problesai, 
and  Prospects",  Report  prepared  for  the  Committee  on  Armed  Services, 
U.5.  Senate,  93rd  Congress,  1st  Session,  June  1,  1973. 
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out  of  ovary  thrao  parooni  In  tba  prlaa  tarpat  group  will  hava  to  ba 
anllatad  at  aoaa  point  In  tha  als  yaara  batwoan  tbalr  17tb  and  23rd 
blrthdaya.'^  With  currant  higher  qualification  atandaeda,  which  raatrlct 
accaaalona  froa  tha  Mantal  Croup  IT  category,  an  Any  analyala  projaeta 
that  tha  Sarvleaa  will  hava  to  anllat  alaoat  one  out  of  every  twn.l/  la 
either  caaa,  raerultara  face  a aajor  challenge. 

Tha  procaduraa  and  tachnlquaa  aaployad  by  raerultara  hava  changed 
algalfleaatly  aa  oparatlona  hava  ahlftad  froa  proeaaalng  walk-ln  traffic 
(coapoaad  of  thoaa  who  had  daeldad  to  anllat  In  lieu  of  Induction)  to 
actively  aaablng  out  and  aalllng  eandldataa,  aany  of  whoa  hava  no  laaadl- 
ate  lataraat  In  allltary  aarvlea.  (Uthout  praaeura  of  tha  draft,  aeat 
youth  axparlenea  littla  or  no  urgency  to  aaka  a eoaaltaant  to  anllat. 
tacrultara  hava  to  actively  canvaaa  local  coaaunltlaa  to  Identify  eandldataa, 
aaka  eontacta,  develop  proepacta  and  Intareat  appllcanta.  tacrultara  aaploy 
varying  tochnlquaa.  In  general,  however,  with  tha  currant  "aalea'*  approach, 
daaanda  on  thalr  tlaa  and  afforta  hava  greatly  Inereaaad.  tacrultara  apeak 
at  high  aehoola  and  "rap"  with  groups  of  youth  throughout  tha  eonunlty  — 
Thay  vlalt  taachara,  eounaalora,  coaebaa  and  othara  to  cultivate  a rapport 
with  youth  Influaneara  — Thay  attend  football,  baakatball,  drag  racing, 
and  other  aportlng  avanta  to  develop  proepacta  — Thay  bacwM  involvad 
In  Littla  League,  Scouting,  church,  civic  and  other  ctwunlty  actlvltlea. 

All  thaaa  afforta,  plua  other  public  relations  activities,  are  la  addition 
to  kaaplng  current  on  anllstaant  prograns,  nalntalnlng  proapact  lists, 
seeking  to  aaka  contacts,  counseling  Individual  prospects  (and  In  sons 
esaas  parents)  on  options  available,  conducting  noral,  attitude  and 


If  Blnkln  A Johnston,  p.  A2.  The  question  of  "AT?  austalnablllty”  will 
bo  addrassad  In  depth  In  a sapsrate  research  paper. 

^ Provided  In  briefings  to  the  DNC  staff  during  visit  to  P.S.  Arwv 
Kacrultlng  Cosnand,  ft.  Shsrldsn,  IL,  March  1973.  flaC 


- 


eecMlsouly  aptltud*  aerMnint  of  appxleaata.  Alas,  ts  aeaa  aatast, 
(d^wdlj^  upOB  tha  laval  of  adalnlatratlva  airport)  aas;  saeisltsia 
■alatals  raeorda,  autait  taporta,  and  eontcibuta  to  tha  pr^aratlos 
st  applisut  proeaaaiat  fona.  Tbay  alas  attand  taeraltlnp  naatlaga, 
taealira  Cralalaf,  and  In  aoaa  caaaa  auparviaa  aubordinataa. 

Tba  axtant  of  aach  racrultar'a  of  fort  night  vary  dapaodlng  ivon  a^h 
mrlablaa  aa  hla  profaaalooal  knowladga,  parsonal  aalaa  ability,  and 
attltudaa  and  availability  of  qualifiad  applicants  in  his  local  araa.  Is 
an  attanpt  to  quantify  iha  average  effort  required  to  attain  aeceaaions  in 
1975,  two  of  the  Services  provided  the  following  eatloateai  i/ 

■ecsdituk:  contacts  to  enlistkemt  relationship 


Attests  to  contact  (tslephone/ 


p*rSOAAl) 

4,157 

5,349 

<kmtacts  Mde 

1,299 

1,000 

Serious  epplicants 

100 

100 

Paaaed  basic  cligibilltyp 

dependency  and  aorai  screen 

Not  Indi- 
cated 

89 

Passed  aenCal  cast 

87 

53 

Passed  physical  test 

72 

43 

Snllsted  alter  advanced  counseling 
and  iiualilicatloo/job  aatch 

54 

24 

The  contacts  indicated  in  tha  above  table  generally  Include  repeated 
eontacte  with  the  aoae  prospect.  Also,  the  sane  proseect  la  frequently 
contaetod  by  note  than  one  Service.  Tha  basic  conclusion  that  can  be 


^/provided  by  Major  Nielsen,  Market  Studies  sad  Analysis,  U.S.  Any 
Recruiting  Conand,  February  7,  1975  and  Colonel  dinford.  Deputy  Coaunder 
O.S.  Air  Force  Recruiting  Service,  Septenber  24,  1975.  The  data  is 
approxlaste  and  varies  significantly  by  location.  It  should  not  be 
construed  sa  a ueasure  of  effectiveness. 
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rMchad  froa  tha  foragolat  ta  that  racrultara  davota  conaldarabla  tlaa 
and  affort  to  produca  tba  raqulzad  nuabata  of  voluntaar  aceaaatona. 

Thia  coneluatoB  la  batad  prtaarily  on  rataarch  and  obaarvatlon  of  detlva 
forcaa  tacrultlng  prograna.  Tha  actlvltlaa  of  Raaarva  and  Rational  Guard 
racrultara  ara  laat  daflnad,  although  CMC  obaarvatloni  and  Intarrlaui 
Indleatad  that  a louar  laaal  of  actlvltlaa  ara  undartakan  bp  Rational 
Guard  and  laaarva  racrultara. 

II.  TOOLS  ARP  TECHRIQCM 

Thara  ara  tour  broad  eatagorlaa  of  toola  and  taehnlquaa  ahlch  vUl  ba 
dlaeuaaad:  advartlalng,  proaotlona,  guarantaaa  and  optlona,  and  raerultar'a 
aalaa  afforta.  Within  tha  ovarall  aarfcatlng  procaaa,  thaaa  four  eatagorlaa 
hava  varlad  purpoaaa,  aa  tha  follovlng  chart  llluatrataat 


Rdvartlalng  Pronotlona 
Amraoaaa  X X 

Undaratandlttg  X X 

Intaraat  X X 

Trafaranca 
CoMltaant 


Guarantaaa 

t Optlona 


laerultar's 
Salaa  Effort 


A.  Advartlalna.  In  PT1970,  tha  advartlalng  axpendlturaa  for  all  Sarvlcaa 
vara  about  $7  nllllon.  By  FT  1975  thla  flgura  had  grovn  to  approxlaatalp 
9100  Billion  for  Kagular,  Raaarva  and  Guard.-^  Thla  growth  van  Juatlflad 
for  tha  purpoaa  of  Incraaalng  avaranaaa  to  tha  nlllurp  aa  an  aaplopnant 
option,  laproving  undaratandlng  and  Intaraat  In  ordar  to  attract  youth  to 


1/  Budget  flgurea  provided  during  BMC  ataff  vlalta  to  all  Recruiting 
Baadquartera  during  the  period  Septenber  17  to  October  2,  1975. 
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tte  mUiUstf,"^  M>d  iaftoriat  >ttituda«  tmnrit  Ch*  Sarvleaa.  Is  eoadaett^ 

thalc  ravlm  of  Aetlva  Sarvleaa  recruiting  actlvltlaa,  the  GAO  raetawad 

V 

aheut  70  atudlaa  that  haaa  baan  aada  os  attltuda  alnca  1970.  Theaa 


aMdlaa  ahoimd  that  tba  attitudaa  of  /outh  toward  tha  adlitary  aa  a idiola 
or  Indltridaal  Sarvleea  in  gartleolar  have  not  changad  to  09  al^siflcast 


d^aa.  Kaitir  faetora  boTond  advartlaing  iapact  upon  attitude,  and  What 
la  left  ananavatad  la  whether  advartlaing  night  have  offaat  an  otharwlaa 
ehanga  for  tha  woraa  In  attitude. 

During  raeant  raara,  aaeh  of  tha  Sarvleaa  aaployad  an  advartlaing 


agency  (Amy  and  Amy  laaarva  - V.V.  Ayar;  Air  Torea  and  Air  force  Baaarva 
- O’Arey  • Hae  Kanua  and  Maaiua;  Bevy  - Cray;  Karina  Corpa  - 3,  Haltar 
Thenpaon;  Amy  and  Air  Rational  Guard  - W.B.  Donar).'^  In  conjunction  with 
their  ad  aganclaa,  each  of  tha  Sarvlee'a  raerultlng  advartlaing 
dapartaanta/aactiona  conducta  a broad  narkat  coanunlcatlona  progran. 
Efforta  range  fron  preparation  and  placeaent  of  printed  ada  In  aaga- 
alnaa,  nawapapera,  joumala,  and  other  perlodieala,  to  direct  nail, 
blllboarda  and  tranait  carda;  to  preparation  of  filaa  and  racordinga 
for  public  aarvlea  uaa;  to  printing  of  broehuraa  and  other  recruiting 
paaphlata;  to  dlaplaya  and  axhlblta;  to  production  of  anall  handouta 


If  for  exanple,  the  Harlne  Corpa  cited  an  analyala  which  pronpted  their 
entry  into  paid  printed  aedla.  In  early  1974  a aurvey  of  18  geographic 
area  dlacloaed  231  awareneaa  of  USMC  public  aervlce  advertlalng  with  only 
a snail  fraction  having  a true  perception  of  tne  Corps.  Within  3 nonths 
of  conmnclng  paid  printed  nedla,  a survey  of  the  sane  18  areas  Indicated 
they  had  aoved  up  Into  2nd  place  among  the  Services  with  341  awareness  and 
a slnilar  Increase  In  understanding.  Source:  Major  Rowe,  USMC,  Head 

Rccrultaent  Advertising  Section,  September  19,  1973. 

2/  GAO  Report  to  the  Congress,  "Overview  of  Military  Recruiting  Activities,” 
(Draft)  FPCD-73-171,  August  1975,  p.  39. 


_3/  The  Navy  also  has  employed  a minority  ad  agency.  Coamieoclng  In  1972, 

It  was  Vanguard  and  In  1973,  it  changed  to  John  Small.  Also,  the  Navy 

recently  announced  the  decision  to  shift  Its  major  account  from  Grey  to  Ted  Bates. 


A-S 


ind  glvaaviyr.  In  addition  to  having  a national  advartlalng  prograa, 
aach  Sarvlca  allocataa  a portion  of  Ita  budgat  through  flald  coanandam 
for  local  advartlalng. 

1.  Mntad  Madia.  All  Sarvlcaa,  acctva  and  raaarva,  adrartlaa  la 
a varlaty  of  aagaalnaa  and  parlodlcala.  All  utlllta  aanagaaont  lafaiattlon 
ayataaa  which  track  Individual  ada,  aagailna,  circulation,  coat,  and  laada 
ganaratad.  Baaad  upon  collaetad  data,  daclalona  ara  nada  to  drop/chaaga 
aagaalnaa  and  ad  foraat  In  an  attaapt  to  laprova  afflclancp  of  laada  genaratad 
varaua  coat  par  load. 

Markat  raaaarch  eonduetad  bp  aach  of  tha  Sarvlcaa  ladlcataa  that  training 
opportunltlaa,  traval,  aducatloa,  pap.  paraonal  challanga,  ate.,  ara 
faetora  which  Intaraat  pouth.  Aecordlnglp,  all  Sarvlcaa  uaa  alallar 
thaaaa  to  appaal  to  thaaa  Intaraata.  Two  or  aora  Sarvlcaa  fraguaetlp 
advartlaa  la  tha  aaaa  laaua  of  a aagazlna.  Tha  onlp  algnlflcaat 
dlffaranca  la  tha  projactlon  of  an  laaga  which  charactarlzaa  tha 
apaclflc  Sarvlca. 

Thara  la  dlract  co^atltlon  batwaan  tha  Sarvlcaa.  If  uaraatralnad, 
auch  coapatitloB  la  waataful.  On  tha  othar  l "'d,  Sarvlca  ualquanaaa 
and  laaga  hold  a aaaaura  of  appaal,  and  ac  ' ^apatltlon  haa  valua. 

It  laada  to  laprovaaant  of  tha  product,  whl. . raaulta  la  a aora  aatla- 
flad  cuatoaar  — a kap  alaaant  in  an  AVT. 

Aa  a flrat  atap  toward  oaadad  conatralnt  and  control,  tba  Joint 
Advartlalng  Dlractora  of  tacrultlng  (JADOt)  waa  organlaad  In  1973.  ^ 

\t  Infomatlon  provided  by  Sarvlca  Advertising  Directors  and  Dr.  A1 
Martin,  Special  Asalstant  to  the  Assistant  Secretary  of  Defense  (Manpower 
t Reserve  Affairs),  October  7,  1975. 


beh  sf  tiM  SarrtcM,  active  ao4  tcaarva,  la  rapraaaata4.  nalr  ebjaeelva 
la  to  ahara  advartialnt  kiuvladga  and  laprova  coordtaatios  batvaas  tte 
Sarvieaa.  Savaral  attBlfleaot  aeeoapliaiiMata  arc  Joist  {nitehaaa  et  all 
■agasisa  apaea  to  aava  os  rataa,  Joint  pucehaaa  o<  sailing  llatOi  and 
ditaetlos  of  a 13-«aak,  $1  sillion  paid  radio  advattialng  teat  <eoaaaseiag 
S^taa^r  8,  197S). 

2.  Piraet  Mail,  laeh  of  tbe  Sarvleaa,  actlva  and  raaarvOt  aalla  lattara 
and  raemltlng  lltaratuca  to  potential  proapaeta.  Direct  nail  batter  focnaaa 
os  the  target  narkat  than  ganaral  circulation  aadia  ada.  Mailing  liata  have 
baas  purehaaad  individually  by  the  Sarvieaa  (a.g.,  high  aebool  aanlora,  nav 
driver  ragiatratlon  liata,  aagsenta  of  «ork  force,  ate.)  froa  coaMreial 
Hat  coi^ilars.  The  Arsed  Porcaa  Vocational  Taatlng  Croup  alao 
co^ilaa  a Hating  of  high  achool  atudanta  taking  the  Amad  Sarvieaa 
Vocational  Aptitude  Battery,  On  the  local  laval,  racrultara,  with 
varying  auecaaa,  eoaplle  Hate  of  votera,  Salective  Service  regiatranta, 
aporta  taaaa,  eluba,  and  other  local  groupa. 

There  haa  bean  eonalderable  duplication  In  the  direct  nail  affort. 

Kallouta  are  often  alsllar  and  a high  achool  aenlor  (the  prlaary  target 
Hat)  probably  raceivea  a half  dozen  or  sore  pleeea  of  literature  fron 
the  Services.  In  an  affort  to  aconoslza  and  eonaolldate,  JADOK  recently 
has  coordinated  a Joint  purchase  of  naaaa  and  vill  taet  a aingla  cooperative 
Bailout  containing  literature  of  all  Sarvieaa. 

3.  Telephone  Infomatlon.  Each  of  the  Services,  active  and  reserve,  in 
thalr  advertising  prograas  includes  a toll  free  telephone  nusber  vhleh  an 
interested  person  can  call  for  Infomatlon.  The  Mavy  hae  the  aost  sophisticated 


# 
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*T*tM  with  tbalr  phona  llaa*  aaimad  24  houri  a day  by  axparlancad 
tacrultara.  Annual  oparatln«  coat  la  about  $348,000  a yaar  and  juatlflad 
on  tha  basis  of  firsthsnd  knowladga  of  profrsas  with  an  sxpart  "psrsonallisd 
touch**  on  aach  Inquiry,  — ^ national  toll  fraa  Information  cantors  sra 
oparstad  by  othar  Sarvlcas  aa  an  Intagral  part  of  thslr  advartlslng 
rasponsa/laad  fulflllmant  syatsm.  Mannad  by  civilians,  sad  using  s 
tapad  anawarlng  aarvlca  during  tha  night,  annual  costs  cltad  by 
Sarvlca  dlractors  of  advertising  wars  only  a small  fraction  of  what 
tha  Mavy  spands  (a.g.,  Karla-!  Corps  satlnatas  $18,000  snnually).^^ 

4,  tasd  Canaratlon,  Fuli'lllaant.  Convsrslon.  Advartlslng  In  tha 
various  madia  ganaratas  Intaraat  to  tha  point  whara  many  parsona  saak 
additional  Information  from  ona  or  aavaral  Sarvlcsa.  VhUa  naay  of  thosa 
Intaraatad  contact  a local  raeniltar,  othars  utUlsa  coupona  or  ratum 
postcards  contalnad  In  prlntad  ads  or  dlract  mall  placas.  Still  othars 
naa  tha  toll  fraa  phona  maibar  to  raquaat  additional  Information.  Each 
Sarvlca,  actlva  and  raaarva,  smploys  a civilian  load  fulflllmant  company 
aa  part  of  Its  total  advertising  affort.  Tha  following  llluatratas  a 


slmpla  flow  chart. 


(Saa  nast  paga) 


it  Inforautlon  provided  by  Cspt.  H.  C.  Atwood,  Director,  Ksvy  Kecrultlng 
Advertising  Department,  Septeneer  18,  1973. 

2/  Information  provided  by  MAJ  Rowe,  USMC,  and  other  Service  Directors 
of  Advertising  during  DMC  staff  visits,  September  19  - October  2,  1975. 
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RESPONSE/LEAO  FLOW 


RESPOMCS 

for  Mch  S»vrie*  r«sponMS  go  to  • eantrolixod  loeotloo  (fnlfillmnt 
coo^aDy).  SiaasTlxing  tha  data  prorldad  bp  all  Sarvlea  dlraetora  of 
adoartlalng,  ovar  ona  alllioB  raaponaaa/laada  vara  racalvcd  In  CT197d, 
Daiag  a coaputarltad  apataai  actlonabla  laada  ara  Idaatlflad  and 
raquaatad  Infonation  la  aallad  to  raquaatar,  — ^ A proapact  card  la 
eoneurrantlp  aallad  to  tha  raerultlng  atatlon  naaraat  tha  raquaatar'a 
addraaa.  Tha  tracking  of  laada  convartad  to  anllataanta  currantlp 
la  ona  of  tha  waafc  llnka  In  naaaurlng  tha  lead  ayataa  affactlvcnaaa. 
Satvaral  of  tha  Sarvlcaa  ara  attaaptlng  to  gat  a acasura  on  convaralona. 
for  axaapla,  la  tha  Navy,  llat  auaaarlaa  ara  aallad  aach  aonth  by 
gaographie  araa  to  racroltar  aanagara  for  aonltorlng  and  tracking  of 


1/  In  ganaral,  raaponaaa  arc  coapUad  and  purlflad.  An  exaatile  of 
purification  la  the  Navy  ayaten:  apparent  falsa  Inquiries  (c.g..  Hickey 

Mouse,  Henry  Kissinger,  Hapolean  Bonaparte,  etc.)  arc  ellalnated. 

Persons  Indicating  on  age  belou/above  recruit  eligibility  are  segregated 
for  special  Interest  aallout.  The  resulting  purified  llat  la  best  cstlaate 
of  actionable  leads  on  valid  prospects. 
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iMd  utllliatlon  aad  eonmilotu  by  r*cnilt*r*.  Tha  Marin*  Coiya  1* 
ucllltlnt  taar-off.  Ball  back*  on  thalr  proapaet  card*  (raturaad  by  ra- 
eruitara  to  aanagara)  *o  that  baalc  Baaturaaont  of  affactlvanaa*  1* 
oB-golng. 

5.  ladlo/T.V.  fublle  Sanrle*  Advartlalna  tfSA).  beayt  for  aararal 
brlaf  paid  radio  taata,  th*  garvlcaa,  aetlv*  and  raaarra,  h**a  dapaodad  upoa 
fra*  tSX  tlB*  donatad  by  radlo/T.?.  ttttioatM  Vo  on*  1*  eartala  how 
Buch  fra*  PSA  tlB*  la  balng  racalvad.  Thar*  ar*  approalBataly  1,000 
radio  and  ovar  700  T.T.  atatlon*.  Sine*  thar*  ar*  only  llnltad 
aaapllnga  of  broadcaata.  Boat  Sarvlcaa  haaltatad  to  provlda  th*  MC 
ataff  with  a total  aatlaatad  «alu*.  Th*  racant  GAT  Kaport  aatlaatad 
a total  of  $S0  Billion,  but  notad  th*  flgur*  waa  unrallabla.  ^ txcapt 
for  tha  Any,  non*  of  th*  Sarrlca*  atrongly  andoraad  th*  valu*  of  paid 
radlo/T. T.  during  EMC  ataff  Intarvlawa.  Thar*  waa  uncartalnty  about 
th*  currant  joint  radio  taat,  but  aach  ballaved  It  ’‘nacaaaary”  to 
offaat  any  advantag*  th*  Any  "Bight"  obtain  froB  thalr  radio  taat 
•arllar  thla  yaar.  Sarvic*  rapraaantatlvc*  also  atatad  thalr  ballaf 
that  nat  fra*  PSA  tlaa  will  b*  loat  if  ona  or  all  of  th*  Sarrlca*  Inatltuta 
a ragular  paid  prograa. 

Th*  Sarvic**'  avoldane*  of  paid  alactronlc  aadla  advartlaiag  waa 
originally  baaod  upon  what  thay  Intarpratad  aa  a prohibition  by  Congraaa.  — ' 

1/  Taat*  war*  conducted  by  the  Amy  In  1971  and  the  Spring  of  1975. 

A 15-v*ek  joint  taat,  aanagad  by  JAOOR,  coaawnced  on  Sapteobar  8,  1975. 

2/  CAO  Report.  0£.  clt. . p.  43. 

V Attributed  to  a ataccBent  to  the  Houae  of  Repreaentatlvea  by  Congreaanan 
Habart  on  Auguat  9,  1972,  where  he  Indicated  that  ha  would  oppose  use  of 
funds  for  T.V.  advertlalng.  The  Congreaanan  added:  "The  alrwaya  belong 

to  all  the  people  and  their  uaa  for  bona  fide  public  aervlce  should  not  ba 
subjugated  to  tha  aonay  hungry  mlniona  of  the  broadcast  networks." 
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Nsr«  raemtly.  It  would  opindr  Congraoilotuil  attltudao  changed,  la 
aetlag  os  the  1974  Dctcnec  Appropriations,  Congress  rseoaBsndsd  use  of 
all  affactlvs  asthods  of  advertising.  Including  aa  sgultabla  allocation 
hetman  the  hroadcaeting  and  printed  aadla.  iJ  However,  because  of  DOB 
uncertainty  on  the  cost  sffectlvenass  of  an  alectronie  aadla  effort,  they  have 
healtatad  to  aabarfc  on  such  a prograa,  Halting  their  effort  to  recent 
brief  taets.l/  In  a 1976  report,  DOD  was  adaonished  by  the  Bouse 
Appropriations  ConBlttee:2^ 

the  Coaalttee  sapects  that  the  Departaant  of  Defense  will  mt 
continue  to  Ignore  Congressional  reconaendatlons  that  all 
advertising  aadla  be  used  in  the  Boat  cost-effective  Banner 
within  the  funds  provided.  The  electronic  aadla  have  elaost 
been  ignored... 

f.  Advertlslnn  Eeseerch.  Each  of  the  Services  conducts  aarkat 
and  advertising  research,  although  the  degree  of  research  Is  higher  In 
the  active  forces  than  la  the  reserve  progrsaa.  Soae  Is  conducted  within 
Service  recruiting  staffs,  soae  by  individual  advertising  agencies,  and 
soae  by  civUlan  research  corporations,  Until  recently,  there  was  little 
coordination  of  research  batmen  the  Ssrvlces.  The  GAO  Report  on  advertising 
Indicated  that  they  had  Identified  aore  than  70  studies.  Bade  at  an  estlaated 
coat  of  $4  allllon  ovar  a four-year  period,  aoat  of  which  sere  duplicative.^ 

In  aa  effort  to  allalnata  aueh  of  the  duplication,  OSDCK&RA)  took  an 
initial  step  la  the  Spring  of  197S  to  consolidate  auch  of  the  aarkat  research.^ 

1/  Sea  Senate  Report,  Bo.  93-617,  p,  101,  and  Bouse  Report,  Bo.  93-662,  p.  32. 

2/  An  electronic  aedU  paid  advertleing  prograa  could  becoae  costly.  Funding 

reductions  In  other  eleaente  of  aerket  comu^ca- 
endorses  the  DOD  hesitancy  to  eaberk  on  a peld  electronic 
^Jich  a”rog™f“*  *“  analysis  of  tests  to  better  underetand  cost  effectiveness 

™ **Port  on  Depsrtaent  of  Defense  Appropriations 

Bill,  1976,  House  of  Representatives,  Report  No,  94-517,  p.  40, 

4/  GAO  Report,  op.  clt.,  p.  41, 

5/  Inforaatlon  provided  by  Dr.  A1  Kartlu,  0SD(M4RA),  during  Interview,  op.  c^.'^ 
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At  that  tlaa,  th*  Sarvleta  prorldad  aaeh  othar  with  a taBaary  Uatlnt 
of  all  raerultlnf  raaaareh,  and  rapraaaatatlvaa  eonnaacad  pariodle  joint 
■aatloia  to  azchania  data.  In  addition,  OSD  haa  racantly  enaninrad 
eontraetlnf  for  aovaral  aarkat  atudlaa.  Abroad  to  by  farrlea  rapra- 
aantatlvaa,  tha  OSD  Inltlatad  atudlaa  aheuld  raduea  dupllcatlona. 

B.  Bronotlona 

In  addition  to  advartlalos,  anotbar  form  of  aarkat  eoaaunleatlona 
la  racntltlnt  proaotlona.  Budgatlng  la  not  atandard  within  DOD 
and  coats  ara  fraquantly  difficult  to  Identify.  Proantlons  Includa 
such  aetlwltlaa  as  allltary  bands,  parforaanca  taaaa,  axhlblts,  tours 
and  visits  to  allltary  Inatallatlona,  liaison  and  actlvltlas  with 
aducators,  youth  and  Influanca  (roups,  and  civilian  Vir's  (a.g., 
raca  ear  drivers,  professional  athlatas,  etc.).  All  these  actlvltlas 
ara  sponsored  or  participated  In  with  one  purpose  in  alnd  — to  asxlalsa 
contact  with  tha  aarkat  la  order  to  enhanca  awarsnass,  undarstandlng, 
sad  Intaraat  In  tha  allltary. 

Mapy  actlvltlas  (a.g.,  bands,  parfomance  tasas,  and  racing  avants) 
produce  laris  crowds  of  spacutors.  Additionally,  such  actlvltlas  result 
In  local  nawapapar  artlelas,  radio  and  T.V.  appaarancas  of  participants. 


and  apaelal  aadla  Intarvlawa 


2/ 


1/  For  oxtaplop  th«  llovy  cac«goris«t  proaotlont  under  "Eecrultlng 
Support" ; the  Air  Force  Exhibit  Center  devotee  ebout  75Z  of  ite  effort 
to  recrultingp  but  ie  not  included  in  their  recruiting  budget;  pro- 
■otione  for  Retionel  Guerd  recruiting  ere  frequently  funded  through  etete 
budgete;  unit  performance  teeae  used  in  eupport  of  recruiting  by  ell 
Service#  ere  normelly  funded  et  the  locel  level. 

2/  For  exemple,  the  Nevy  report#  129  bend  perfomencee  ettrected  live 
eudience  of  142,495  (mejorlty  high  achoole),  68  T.V.  program#  (7,715,800 
audience),  126  radio  programs  (12,035,772  eudience),  end  115  nevspeper 
article#  (6,529,042  circulation).  Provided  by  Capt.  Mary  A.  Gore,  USN, 
Director,  Recruiting  Support  Department,  Nevy  Recruiting  Coamend, 

September  30,  1975. 
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Mill*  ClM  DSC  ataff  ballwM  a«*r«ui(  la  Mihaaead  b;  ttiaaa  ms; 
xaeraltlf^  aapport  avanta  proaotad  and  partletpaead  la  by  tl»  Sanrleaa, 
tha  l^ee  thay  aay  hava  on  tha  "bottoa  llna"  — l.a. , ulclaata  aesaaalsaa 
laeo  tha  aiaad  foteat  — la  not  claar. 

C.  fallataaat  Ineantlvaa  and  Optlona 

Durlnt  tha  draft  yaara,  thara  vara  faw  anllataant  lacaatlvaa  or 
guarantaaa  uaad  to  attract  voluntaara*  Vollowlnp  Induction  or  anllotnant» 
Bccaaclona  wara  aaaltnad  to  aatlafy  SatvlCa  naada.  With  tha  a^ant  of  tha  at 
aach  of  tha  Sarvlcaa,  particularly  Kagular  forcaa,  Inatltotad  an  a^^andlng 
nabar  of  apaclal  (uarantaa  optlona  to  attract  voluntaara.  Thaaa  anllataant 
Ineantlvaa  hava  grows  to  ba  nuaaroua  but  gasiarally  can  ba  elaaalflod  within 
tha  followlns  broad  eatagorlaa  for  tha  Aetlva  foreats 

*£SL 

- Enllataant  bonuaaa  for  coabat  ama  and  eartain  othar  apaclaltiaa 

- Spaclalicad  training  guarantaaa 

- Araa/atatlon/unlt  of  cholca 

Haw 

- Specialty  training  and  career  field  guaranteea 

- Coaat  of  choice 

- Enllataant  bonua  for  eartain  apcelaltlaa 

Harlne  Corpa 

- Enllataent  bonuaea  for  coabat  acaa  and  certain  othar  apaclaltiaa 

- Specialty  training  guaranteea 

- Cround/aviatlon  occupational  option 

Air  Force 


- Specialty  training  guaranteea 

- location  of  choice 


Th*  (•■•rva  and  Guard  alao  aaphaaliad  optlona;  hoaarar,  tba  optiona 
availabla  (or  National  Guard  and  Kaaarva  unlta  ara  eonaldarably  laaa  than 
tba  actlva  foreat.-^  Kavarthalaaa,  aa  mltlnf  llata  dlalnlahad  and  dla- 
appaarad,  tba  Kaaarva  and  Guard  bacaaa  aetlvalp  Involvad  In  raerultlnt 
and  publlcltlnt  thalr  unlqua  laaga  ~ nllltary  aarvlca  and  local  enmity 
praatlia.  Spaclflcally,  they  aapbaalta  nlnlaua  active  duty  away  (roa  boaa 
(olloaad  by  part-tlna  Mployaant  and  pay  durln(  drill  parloda,  and  tha 
availability  o(  apaelalliad  aklll  training  vhlch  can  anhanca  civilian 
aaployaant  opportunltlaa.  In  aoaa  atataa,  tha  Guard  can  offar  auch  addi- 
tional banaflta  aa  ttata-provldad  tuition  aaalatanea,  daath  gratultlaat 
auto  lleanaa  Caa  dlaeounta,  and  tax  banaflta. 

A najor  option,  which  all  Kafular  Sarvlca  raerultara  aapbaalaad 
aa  a daflnlta  attraction  to  tha  nllltary,  la  tha  O.I.  1111.-^  All 
attitude  aurvaya  of  youth  have  Indicated  that  tha  opportunltlaa  (or 
nllltary  aklll  tralnlnj,  coupled  with  further  clvlllaa  educational 
opportunltlaa,  ara  tha  principal  attractlona  of  active  military  aarvlea.'^ 
It  la  probable  tharefora,  that  tha  propoaad  dlacontlnuance  of  tha  G.I. 
Bill  could  have  a alfnlfleant  advarae  Inpact  upon  lafular  Sarvlca  ra- 
erulclnf. 


In  tranaltlonlnp  to  aa  AVf  anvlronaant,  tha  Sarvlcaa  have  aaharkad 
upon  nunaroua  and  varied  optiona  to  aupport  thalr  "narkatlnt”  effort. 


\t  Most  National  Guard/Reserve  officers  Interviewed  by  the  DMC  staff  said 
that  a lack  of  special  monetary  incentives  was  the  reason  for  the  sharp 
fall-off  in  tton-prlor-service  enlistaents  during  the  AV7  years. 

2/  Raserve/Guard  recruiters  cite  the  absence  of  G.I. Bill  benefits  as  one 
of  the  major  reasons  for  their  relative  Inability  to  recruit  n.p.s.  accessions. 

if  for  expanded  details  on  Che  appeal  of  education  and  training  see  separate 
DHC  staff  paper,  "Education  Overview". 


SYMtljr  aiipaiided  advirtlaing  and  proaotton  prograaa,  plua  an  taeraaatns 
miahac  si  aaliataant  options,  bonusaa,  and  guarantees,  have  all  eontrl- 
Imtad  to  providing  raeruitars  with  a wide  range  oi  tools  which  assist 
in  attracting  volunteers. 

tha  fundaaantal  question  that  should  now  ba  anaversd  bp  the  UK  is 
idMther  ineraasad  afficlcnciea  or  iaproveaants  aight  be  realized  in  the 
provision  of  recruiting  tools  used  to  'SMrfcat"  ailitarp  service. 

ALTMllAIIVEg 

The  purpose  of  this  section  is  to  identify  and  discuss  various  alterns- 
tivss  which  aight  iaprova  racmiting  efficiency. 

A.  laeruitar  Tachninues 

la  a salsa  procaaa  aarkat  coMunicationa  generate  awareness, 
uadarstanding  and  Intsraat.  Tha  recruiter  is  of  gTeatest  value 
in  rainforcing  interest  sad  paraoually  influencing  preference 
to  secure  a conaltaant.  lacrultera,  however,  have  becoae  increasingly 
involved  in  public  relations,  coanunlty  organisations,  and  proaotlonsl 
avants.  This  Involveaant  has  grown  over  recent  years,  but  there 
appears  to  ba  little  planning  or  direction  on  the  affective  utili- 
sation of  recrultar  tiae. 

Alternative  1 would  continue  current  aethods  of  operations. 

Recruiters  would  participate  in  coaanmity  affairs  snd  proaotional 
sctlvltles  as  needed  to  support  thalr  individual  tachnlquaa  for  attain- 
ing accessions. 

Tha  advantage  of  this  Alternative  is  that  it  pemlts 
■axtnmi  flealblllty  to  recruiters  in  the  accoapllshawnt  of  their 
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Tha  dlaadvantaga  la  that  It  would  parpatuata  laafflclaat 
racrultar  oparatlona  In  thoaa  caaaa  whara  racrultara  hara  no  elaar 
■aaaura  of  activity  affactlvanaaa. 

Altarnatlva  2 would  raduca  tha  currant  aaphaala  on  all  racrultara 
baconlng  Involvad  In  conwunlty  affalra  and  proaotlonal  actlvltlaa.  It 
tmuld  aaalgn  thaaa  functlona  to  a alngla  Individual  for  cartaln 
gaographle  locatlona. 

Tha  advantaga  of  thla  altarnatlva  la  that  It  would  raduca 
dananda  on  racrultara  and  fraa  than  to  davota  nora  of  thalr  tlaa  to 
contacting  and  eounaallng  Individual  proapacta,  and  aacnrlng  anllat- 

■anta. 

Tha  dlaadvantaga  la  that  It  night  oaka  cartaln  racmltara 
loan  affactlva  alnca  thay  «Muld  no  longar  ba  paraonally  Involvad  In 
utlllalng  cartaln  toola  which  ganarata  awarrnaaa  and  Intaraat  In  tha 
nllltary. 

Altarnatlva  3 would  raconnand  that  tha  Sarvlcaa  not  only  nora 
elaarly  daflna  tha  valua  and  affactlvanaaa  of  varloua  public  affalra 
and  pronotlonal  actlvltlaa,  but  furthar  provlda  guldanca  and  dlractlon 
on  tha  optima  utlllaatlon  of  racrultar  tlna. 

Tha  advantaga  of  thla  altarnatlva  la  that  It  ahould  raflna 
tachnlquaa  and  lead  to  graater  racrultar  efficiency. 

There  appeera  to  ba  no  algnlflcant  dlaadvantaga  of  thla 
altarnatlva  other  than  tha  added  effort  required  to  conduct  the 
needed  analyala. 
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88v>ttl«la«  n8  Pro»BtloB» 

Oral  tlw  lut  fira  Turs,  advartlalst  bodfaM  hara  giwaa  froM  $7  allltim 
to  abwit  8100  ailllan.  Dm  lattar  flgura  wuld  8a  ara&  ht^r  If  all  gcs- 
■atlm  ncpasaaa  vara  aiUad.  Adrartlalnt  and  proaotisaa  provlda  a Mthod  af 
aarkac  eoaBunicatlou  to  laprora  aaaraiMaa,  uadarataadli^,  aad  lstaraat« 

Bewarar,  tliata  it  ao  ataodardtiad  budgatiBg  procaaa  ablch  eoriitaaa  asd 
elaarlp  idantiflaa  all  prograaa  utlliiad  for  aarkae  eoMaleatlont.  da  va> 
eoaaiBdad  la  laaaareh  Papar  #3  of  thia  aariaa  ("Sacrulttnt  liid|ota")  of  tin 
latTlca-wlda  atandaida  ata  Madad.  Fa»  pataooa  would  goaatioe  tha  valoa  of 
urkat  eoaaunliatlona  la  a aalaa  affort.  Howavar,  "Bow  Bueh  la  raought”  la 
fraquantlp  aakad  and  aaldoa  aaawarad.  Purthar,  eurraat  DoD  eontroettng  proetteaa 
ara  eiabaraoaa,  ragulring  long  load  tiaaa  for  ehangaa  la  adrartlalag  agneloa, 
laagaa  or  diraetlonoi  and  caualag  an  inability  to  quickly  ralata  aceaatlons 
naada  to  national  adrartlalng  afforta. 

Altarnatlva  1 would  racoaaand  a contlnuad  funding  for  tha  Total  Torea 
progran  at  tha  raquaated  rata  for  aarkat  coonmlcatloaa  (odvartialag 
and  proaotlontt) . 

Tha  advantaga  of  thla  altarnatlva  la  that  It  would  aupport  tha 
thaala  of  atm  advartlalog/aarkatlag  proponanta  — l.a.<  "tha  objoctlva 
la  to  ba  affaetlva,  not  aaaaura  affactlvonaaa". 

Tha  dloadvontaga  la  that  It  would  load  to  a continuing  Inflation 
of  advartlalng  and  prowtlon  coat  at  now  Inltlatlvaa  ara  oddad  to  tha 
currant  alraady-axpandod  affort. 

Altarnatlva  2 would  direct  tha  Sarvlcaa,  actlva  and  roaarva,  to  laplo- 
aant  a GAO-propoaod  taat  of  advartlalng.  Baaed  on  atudlaa  aade  by 
the  Unlverelty  of  Penneylvaala't  Nharton  School  of  Plnance,  the  approach 


i/  GAO  Report  op.  clt. , p.  45. 
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would  bo  to  Ineroooo  ond  doeroooo  odvortlslnt  only  in  cortola  loolotod 
■orkot  Mgaontt,  thon  oaolyia  and  conpora  raaulta  to  othar  tlallar 

■arkat  aatnanta. 

Iha  advantaga  of  thla  approach  la  that  a nuch  oaadad  Inltiatlaa  In 
■aa^urlng  advnctlatnt  affactlvanaaa  would  ba  Inatltutad. 

Tha  dlaadvantagaa  ara  that  auch  taata  would  ba  coatly  and  bawa 
guaatlonabla  validity.  Tha  Sarvlcaa  ara  not  aalllng  a traditional 
product  auch  aa  baar.  rafrlgaratora  or  autoaobllaa  — thay  ara 
■arkatlng  a way^f-llfa  at  tha  prlca  of  "X”  yaara.  To  awaa  attaapt 
auch  a taat  raqulraa  othar  varlablaa  auch  aa  aatranca  atandarda, 
racrultar  proflclancy,  accaaaloo  quotaa.  pay  and  anllatBant  guaraataaa, 
aeonoay  and  aaployaant  opportunltlaa,  atc.,ba  atandard  batwaan  taat 
araaa  and  hold  conataat  ovar  an  axtandad  parlod  of  tlaa.  Iba  racmltlng 
naaauraa  of  affactlvanaaa  ara  accaaalona  and  auccaaaful  parfomanco 
Thaaa  ara  affactad  by  not  only  tha  abova  varlablaa,  but  alao  by  paar/ 
parant/counaaloT  Influanca,  a potential  appllcant'a  paraonal  naada 
and  available  optlona,  and  tha  Individual  drive  and  Initiative  by  a 
recruiter  to  anka  quota.  Advertlalng  la  a tool  for  racrultara.  It 
la  raaaonabla  to  aaauBO  that  alaoat  all  voluntaara  ara  convinced  to 
naka  tha  najor  daclalon  to  anllat  by  aore  than  the  nlnlaua  aaaaaga 
and  Infomatlon  contained  In  advertlalng. 

Altamatlva  3 would  propoae  Incraaantal  raduetlona  In  Total  forea 
requaatad  aarkat  coMunlcatlona  budgata. 

The  obvloua  advantaga  la  the  dollar  aavlnga  Involved.  In  tha 
abaenca  of  coat  effectlveneaa  aaaaura  for  market  conunlcatlona , It 
forcaa  trada-offa  and  afflclenclaa.  Aa  noted  herein,  thara  la 
conaldarabla  duplication  aaong  Service  advertlalng  prograaa,  and 
aome  budget  cuta  can  ba  compenaatad  for  by  Incraaalng  joint  afforta. 

The  afforta  of  JADOR  In  conaolldatlng  printed  nadla  placement  require- 
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MSM  M sbtals  radoead  rataa,  tha  Joint  dlraee  Mil  and  Joist  radio 
taat  ara  good  anaaplaa.  Hotwlthataadlnf  tha  IMC  staff's  raesislttm 
of  tha  uBtqua  appaal  of  aach  of  tha  Saralcaa  and  tha  valua  of  taatntnrt 
eo^atttloa,  thara  appaars  to  ha  eonaldarabla  tooB  for  forthar  asosoaias 
la  "Isstltstlonal  Joint  allltary  ada”,  raduetlona  in  haad-ts-hsad  cob- 
patlelaa  ptaeaaants  In  tha  aOM  iaaua  of  Mgazlnaa,  and  l^rovad 
coordination  and  dlractlos  of  Mrkat  raaaarch.  Budget  cats  should 
alao  proapt  a ravlaw  of  currant  prograa  efforts.  Including  critical 
raappraisals  of  aSBcnto  givaatny  srograas,  tha  contribution  of  tha 
Mciad  and  wlda  ranging  proaotional  setivitlsa,  along  with  the  slsa, 
quality  and  prollf oration  of  brochuraa.  Tha  Ksvy  night  also  raassass 
its  toll  fras  talephona  InforMtion  cantor  to  cooficB  that  their 
higher  costa  ara  supported  by  t<<e  rssliaation  of  coaBansurats  adrantsga 
In  affactivanass. 

Tha  disadvantage  of  budget  cuts  la  chat  In  the  absence  of  cffec- 
tivenaas  nsasuraa  succar-ful  progrsB  alaaasts  night  ha  reduced  or 
allalnatad.  However,  raadjustaants  and  trada-offa  should  be  possible. 
Additionally,  if  cuts  ara  not  InereBsntal  and  gradual,  they  could 
have  an  advarsa  lapact  upon  the  swarenass,  understanding,  and  Intarast 
which  is  ganaratad  by  Mrkat  coaaunicatlons. 

AltatMtlva  4 wrald  rsqulra  DoD  to  Mtabllah  aacraordlnary  procadurM 
for  advartialng  procuraaant,  designed  to  foster  bids  fron  a grMtar 
vartaty  of  advartlaing  flnu  and  to  grMCly  enhance  the  ability  of  tha 
active  Service  and  tha  Rasaeve  and  Guard  coaponents  to  anand  advertising 
progrsM  with  a ainlaua  of  MnagsBent  red-tape.  Such  aacraordlnary  pro- 
cadurM  would  allow  advertising  to  be  batter  ralatad  to  specific  current 


accession  naads. 
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Ttia  advsntat*  of  thli  altornativo  Mould  b«  tho  (roator  flaalblUty 
aehlarad  la  tha  advartlalnf  prograaa,  with  u coaeurrant  ability  ta  battar 
aaaaura  tha  affactlvaaaaa  of  advartlalng. 

Tha  dlaadvantaga  would  ha  tha  loau  of  coatlaulty  which  ocewra  with 
long-tara  adyartlalng  agaaelaa  and  long-laad-tlaa  advartlalng  eapalgna. 
Anothar  dlaadvantaga  would  ha  tha  poaalhla  loaa  of  ptofaaalonallaB  ta  tha 
advartlalng  i aapa  f|na  cauaad  by  too-qulck  changaa  In  advartlalng  afforta. 
C.  Hnllatnant  Optlona,  Cuarantaaa  and  Incantlvaa 

To  attract  actlva-Sarvlca  voluntaara,  OSD  and  tha  Sarvlcaa  haan  iai- 
plaaantad  an  avar-locraaalng  nunbar  of  anllatnant  guarantaea,  baowaaa 
and  othar  optlona.  Thara  la  no  Indication,  hownvar,  that  apaclflc 
affactlvanaaa  aaaauraa  anlat  for  tha  varlad  optlona.  Whlla  tha  MC 
ataff  doaa  not  quaatlon  thalr  valuaa  aa  racrultlng  coola,  thara 
appaara  to  ba  conaldarabla  roon  for  aavlnga  with  locraaaad  nanagtnant 
through  udjuatnanta. 

Altamatlva  1 would  racnanind  a continuation  of  all  axlatlng  a»- 
llataant  optlona,  aalactlvaly  adding  additional  optlona  which  Mrfcat 
raaaareh  Indlcataa  would  attract  voluntaara  (particularly  for  tha 
Guard  and  laaarva), 

Tha  advantaga  of  thla  altamatlva  la  that  It  abeuld  nalnuin,  or 
avan  anhanca  tha  appeal  of  nllltary  aarvlca. 

Tha  dlaadvantaga  la  that  tha  coata  and  aaalgnaant  coaplazltlaai^ 
aaaociatad  with  noat  of  thaaa  optlona  would  contlnua  at  tha  aalatlag 


1^/  DMC  ataff  Incervleva  with  personnel  aanagera  Indicated  value  In  aoae 
assignment  options,  for  example,  the  Army's  guaranteed  European  assignment 
has  significantly  contributed  to  meeting  overseas  needs  and  persornel  stability 
by  reducing  the  use  of  CONUS  unlcs  an  "fillers"  for  oversees  asslgnaents.  On 
the  other  hand  many  assignments  to  specific  geographic  areas  or  fleets  for 
some  guaranteed  mlnlgnim  period  have  severely  limited  reassignment  flexibility 
as  needs  change  and  units/ships  must  be  relocated. 
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(mt  htgtec)  Itnral  «itli  Xittla  aadariuadiac  of  elw  Eolattw  foettvoaoM 
of  OKb.  To  faaf  oBflitaost  beouooo  oloao,  DCO  orfsiaollT  M^iooCoi 
I7S.S  ■llllon  for  ft  76  (up  ftOB  $43  ailllea  o^oadod  la  ft  74  oad 
$63.9  aUilon  la  ft  73). 

dltoraotliro  2 would  ollalaoto  aollotaiat  eptloao  vhleli  (onorotad  add-oa 
badgot  costs  <s.g.,  boonsss.  additional  travsl  to  goarantaad  loeatiena, 
ste.) 

tbs  sdsaatags  of  tbia  altaraativs  la  that  It  mold  prodoes  asTfaga 
la  dafaass  aapaadltoraa. 

Tha  dlssdsaatags  la  that  such  alia! nation  sould  areas  annp  co> 
ecnltlng  tools  shleh  eoatrlfcuts  la  vaiylng  dagrasa  to  attracting  tbs 
dsalrsd  quantity  and  quality  of  rolontaara. 

hltsmatlus  3 sould  pioposs  adjuatlng  tha  rations  sallataant  options 
dapandlng  upon  changas  la  tbs  aatkst  and  tha  sttaadl^  aaad  to  attract 
Toluntsara.  As  tbs  seonoay  dsellnad  la  lata  1974,  tha  first 
half  of  1973  raerultlag  bseaas  saslar.  lathar  thaa  acoosalsa 
through  raduetlona  la  esrtala  costly  options,  tha  Ssrrlcsa  rsatrletsd 
aalistaants  by  raising  thslr  quality  staadarda. 

Tbs  adrsataga  of  adjusting  anllstasnt  options  dapsndlag  upon  aarkst 
conditions  would  ba  to  provlda  savings  sban  racrulcasat  bseaas  saslar 
dus  to  seas  otbar  Influaacs  on  anllatasnta. 

Tla  dlsadvantaga  of  this  Altamativa  would  bs  tbs  added  aaaagMsnt 
burdsn  and  continual  confusion  at  tbs  local  lavsls. 
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D.  Educ«tlon  A»«ltt«ne« 

CI0MI7  related  to  ealletaent  (uereateea  efid  optlone  ii  educetlonel 
eeeletence.  Educetlooel  opportunltiee  for  allltery  pereoonel,  pertlculerlp 
poet-hl(h  echool  proireu  which  Include  certificate  level  vocatlooel/ 
teehalcel  progreaa  and  degree  prograaa  froa  aeeoclate  to  graduate  lavela, 
have  been  Identified  bp  eurvepe  ae  being  a najor  factor  In  attracting 
qualltp  aeceaalonai'^  Funding  haa  eoaa  fron  the  C.I.  Bill  and  the  DoD 
Thraa-<)uartera  Tuition  Aaelatanca  prograaa.  Bllalnatlon  of  the  C I.  Bill 
(apaelflcallp  educational  beneflte)  could  have  a elgnlfleant  adverae 
lapact  upon  the  Bagular  Servlcaa'  abllltp  to  attract  voluateera,  partl- 
eolarlp  with  concurrent  llaltatlona  on  the  Thrae-Quartara  Tuition 
Aaalatanea  progrea. 

Alternative  1 irould  aake  no  change  to  currant  plana  — l.a. , ellalnatloa 
of  C.I.  Bill  and  raatrlctlona  on  budget  lavela  for  the  DoO  Tuition 
Aaelatanca  progrea. 

The  advantage  of  thla  Alternative  la  that  It  provldaa  elgnlfleant 
dollar  aavlnga.  Bllalnatlon  of  C.I.  beneflte  graatlp  raducea  the 
Tatarane  Adalnlatratlon'a  budget  and  the  DoD  budget  la  raatralnad  with 
a Halt  on  tuition  aaelatanca. 

The  dlaadvantaga  of  thla  alternative  la  that  It  could  undamlne  the 
auceaaa  of  the  ATT  bp  ellalnatlng/reetrlctlng  educational  opportunltiee 
which  attract  qualltp  voluntaara.  In  a broader  context  thla  will  provide 
eoae  Increaantal  dacraaae  In  the  educational  leval/abllltlea  within  the 
allltarp,  which  will  be  further  tranalated  to  education  In  aoclatp 
throughout  tha  nation. 

X!  See  eeparate  DMC  etaff  paper,  "Education  Overview.” 
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*lt«ni>tlv«  2 vould  utabliab  • r«placM«nt  •doeaeloaal  MatatUM 
graai,  fund  ad  b;  DoD,  for  all  antarlng  aeeaaaioiia. 


Tba  adrasraga  of  tbta  altamatlTo  ia  that  it  aeuld  eostrlbata  to 
roeroltlag  and  ratalalng  quality  nan  and  uonan  In  tha  tst, 

Tba  dlaadvantaga  la  that  budgat  raduetlona  raallaad  vith  allalnatlon 
of  tha  G.I.  Bill  would  to  a graat  tataot  ba  of foot  by  Inatltutlos  of  an 
altamatlva  acholarahlp  prograa. 

Altamatlva  3 would  aatabllah  a raplacMant  aducatlonal  aaalatanca 
prograa,  fundad  by  DoD,  but  prowldad  to  now  acetaalona  oo  a aalactod 
baala  for  raerulta  with  critical  ahllla,  for  raerulta  willing  to 
aarra  in  tha  coabat  araa,  for  raerulta  with  high  achool  dlploaaa,  ate. 

Tba  advantage  of  thla  altamatlva  la  that  It  would  add  an  affaetlva 
aanagaaant  tool  to  tha  raerultlng  prograaa  which  could  ba  uaad  aalaetlvaly 
to  ancouraga  quality  aan  and  wnaan  to  volunteer  for  Sarvlca. 

Tha  dlaadvantaga  of  thla  alternative  would  be  tha  additional  eoata 
of  any  new  educational  prograa,  albeit  that  a aalaetad  educational  aaalat- 
anea  prograa  would  ba  leea  aspenalve  than  the  currant  unlvaraal  G.I.  Bill 
prograa. 

alternative  * muld  aatend  Bagular  Toreea  aducatlonal  benaflta  to  the 
Rational  Guard  and  Reaarva  prograaa. 

The  advantage  of  thla  altamatlva  la  that  tba  Rational  Guard  and 
laaarva  recruiting  prograaa  for  quality  non-prlor-aervlca  peraonnel 
would  be  greatly  laproved. 

Tba  dlaadvantaga  would  ba  the  coat  faetora. 
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COWCLDSIOH 

I»  Bovlnt  toward  • ■arkoclaf  oporatloa  with  tha  adawat  a(  tha 
AVr  tha  Sarvlcaa  aabarkad  upon  aaap  now  iDltlatlvat  which  provldad 
naadad  toola  lor  tbalr  alfort.  All  Indlcatlona  point  to  racxaltlns 
auccaaa.  Thla  auccaaa  haa  baan  accoapanlad  by  altnlflcaac  tacmaaaa  In 
racrultlnc  eoata. 

Tha  MC  atall  andoraaa  tha  valua  ol  advartlalnf,  proaotlaM»  aad 
aalaetad  aallataant  optlona,  twaraataaa,  and  Incantlvaa.  baaiar,  aa 
uaananarad  quaatlon  which  raaalna  la,  "Bow  auch  la  aaowshT"  It  would 
appear  Chat  In  aa  actaapt  to  anawar  that  quaatlon,  whUa  lapnati^ 
racrultlnq  coat  alfactlvaoaaa,  cartaln  atapa  ahould  ba  takaa  by  BOD. 
Accordlncly,  tha  followlnt  raeonaandatlona  ara  aubalttad  to  tha  IMC 
lor  thalr  eonalderaclon. 


1.  Raerultar  Tachnlquaa 


That  Ac.lva,  Reaerva,  and  Guard  recruiting  progra 


ora  clearly 


dalloa  tha  walua  and  allactivanaao  ol  varloua  public  allalra  aad  pro- 
•oclonal  aetlvltlaa  In  ordar  to  provide  better  guidance  and  dlractlon 
on  tha  optimal  utllltatlon  ol  racrulcar'a  tlaa. 

2.  Advartlalna  and  Pronotlona 

That  acandard  budgeting  proceduraa  ba  adopted  lor  all  Total  forca 
Cowponeota  which  would  group  together  and  Identify  all  advartlalng, 
pronotlona  and  ocher  related  aetlvltlaa  which  are  uaed  for  aarkat 


That  OSD  direct  tha  Sarvlcaa,  active  and  raearve,  to  coadact  progrenad 


advertising  teate  to  aaaeura  effectlveneeB. 
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thac  laetMMiital  raduetloiu  b*  ut4»  la  taMra,  aad  HaUmt 

Suard  budgata  to  proapt  afftelai^taa  and  latra-Satvlsa  tiada- 

oKa. 

niac  OSS  laeraaaa  afforta  fot  all  Total  Torea  eoapoaaata  to  caattals 
eo^atltlon  and  to  taduea  duplication  la  auch  araaa  aa  ptintad  nadla 
placMant,  diraet  nail  eaapalgna,  and  aarkat  taaaareh. 

That  DoS  aatabllah  axtraordlaary  pcoeaducaa  for  adrartlatss  proeiaasMt, 
daalsnad  to  raduea  rod  tapa  and  procurMant  laad-tlaaa, 

3.  fallataant  Optlona.  Cuarantaaa  and  Ineantloaa 

That  addad  anllataant  Incantlvaa  and  optlona  bo  prooldad  fot  tha 
Itatlonal  Guard  and  toaorvo  prosrana  with  a vlaa  toaard  achlartog  a 
hlghar  laral  of  non-prlor-aarrlea  aeeaaaiona. 

That  all  aetlra  and  raaarra  guarantaaa  and  Incantlvaa  bo  rartanad 
and  porlodically  adjuatad  dapandiut  upon  chantaa  in  tha  aarkat  and  tha 
than-currant  naada  to  attract  voluntaara. 

That  a DoD-fimdad  Iducatlonal  Aaalatanea  progran  ba  aatabllahad 
to  raplaca  tha  G.Z.  Bill;  that  tha  progran  ba  utlUcad  aa  a raerultlag 
nanagaaant  tool,  with  banaflta  granted  only  on  a aalactiva  baata  la 
ordar  to  aaat  critical  aklll  nooda  or  attract  high  guallty  raerulta. 

That  Bagular  Forcoa  aducatlonal  banaflta  ba  axtandad  to  tha  national 
Guard  and  Kaaarva  prograaa. 
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lECOMIENDATIONS: 


Racrutt  Procesilng  Control* 

- Irragultrltic*  (Indleotad  froa  eollaeted  S*rvte* 
•e*tl«tlca  and  DMC  ataff  Intervlava)  axlat  In  araas 
of  taatlng,  aadlcal  and  noral  acreenlng,  adueation 
laval,  and  alarapratantatlon. 

* Approach  la  to  Identify  a nuabar  of  irra^larltiaa. 

- Sarvic*  procaduraa  to  idanttfy,  raport,  tnvaatigata  and 
control  Irragularltlaa  currently  ar*  not  uniform. 

Evldanca  Indlcataa  Irragularltlaa  axlat  but  extent  not 
clearly  defined  — Haa  lapact  on  aanpower  coata,  overall 
quality  vltbln  Servlcea,  and  poaalbly  attitude  and 
aorale.  There  are  aany  broad  laauea  Involved  uhere 
irragularltlaa  are  but  a aymptomatlc  part. 

Identiflea  cauaea  and  effect*  — The  "ayatea"  vhlch 
generatca  preaaurea  on  recrultera  and  might  prompt 
Irragularltlaa. 

- Range  of  alternative*  broken  down  Into  broad  catagorle* 
with  preferred  option*. 

* Raqulrementa,  quota  and  competition 

* Recruiting  proceaa  Itaelf  (teating,  medical,  etc.) 

* Recruiting  policlea  and  practice* 

* Procedure*  for  controlling  Irragularltlaa 

Identiflea  both  the  broad  and  narrow  area*. 

Service*  have  made  progrea*  and  unemploynent  haa 
reduced  preaaurea  on  recruiter*  to  attain  required 
aeceaaion*.  Current  objective  ahould  b*  to  eliminate 
procedure*  and  future  preaaurea  which  might  lead  to 
error*,  queatlonable  judgaenta  and  altuatlon*  which 
prompt  Irregularltlca. 

Sumaarleea  recommendation*  which  would  aaalat  In 
developing  a "ayatea"  for  reducing  preaaurea  on 
recruiter*  In  an  effort  to  deter  or  eliminate 
ir-egularltie*.  Recomeiidatlona  are  grouped 
according  to  those  which  relate  to  broader  laauea 
and  will  require  further  consideration  and  those 
which  are  narrower  and  relate  solely  to  malpractice. 
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SUMMARY  OF  RECOKMEMDATIONS. 


ixammofi  xs  m okxd  tokzs 

ussMus  PAfs  #t  - lEoton  nocsssxHc  c«nms 

Aa  AzaCt  pzaMttr*  dlalntalwil  duzlaf  1972,  altlcary  racrultars  m;« 
(oread  to  eoapato  iiith  ^rtrata  toduacrp  In  MOklni  out  and  anllat^ 
Vallfiad  Touaj  nan  and  anaan.  Thair  taak  «aa  aada  difficult  6;  a 
riaing  aeotoap,  lingaring  anti-ailitatp  attitudaa  ttcm  em  Tiatnaa  tn- 
rolvaaant,  and  a ganaral  lack  of  axpniaoea  or  azpattiaa  in  "nailing" 
atlttorp  aarriea  in  a eoagatativa  aarkat  placa.  Racruitara  eaaa  undar 
groat  praaauraa  ainca  thap  baliarad  thair  earaara  dapandad  upon  aaklng 
Bonthlp  quotaa.  brora  and  irragularitiaa  in  raeruit  procaaaing  oceurrad 
and  rapaatad  allagatlona  aara  aada  about  iapropriatiaa  in  tha  aetivitiaa 
of  racruitara.  Aa  a raeant  OAO  atudp  indieataa,  tha  allagationa  hara 
ranged  "froa  aild  aaaiatanea  or  balp  given  to  tha  raeruit  to  out-and*out 
forging  of  doeiaanta  auch  aa  high  achool  diploaaa.*!^  la  raapoaaa  to 
tbata  allagationa,  and  vhaa  problaaa  uara  idantifiad,  tha  Sarvieea  took 
naeaaaarp  eorraetiva  action.  It  ia  obviotia  that  naithar  OSD  nor  tha 
Sarvieaa  want  or  ulll  eoodona  irragularitiaa  in  raeruit  proeaaalng. 
Allagationa  of  irragularitiaa  and  Iapropriatiaa  focua  on  raeruitar 
intagritp.  Whlla  it  la  tiua  that  aoaa  racruitara  hava  baan  diaelplinad 
and/or  raliavad  for  cauaa  it  la  unfair  to  aallgn  tha  Intagritp  of  sllltarp 
raerultara.  Aa  notad  In  tha  coapanlon  Rataarch  Paper  #4  (Raeruitar 
Parsonnel  Follelea),  auparlor  paraonnal  are  being  aaalgnad  to  tha  re- 
cruiting forcaa.  Tbap  hava  Mt  tha  ehallange  poiad  bp  the  All-Volunteer 
Force  (AVF)  in  a aoat  cooBcndable  aanner. 


1/  General  Accounting  Office,  "Opportunities  for  Improving  the  Effectiveness 
and  Efficiency  of  Racrultlng  Operations"  (Draft),  August  1975,  p.  S. 
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To  laprovo  rtcrult  proeoulat  control  and  furthor  guard  agalnat 
raeurraaca  of  Irragularltlaa  In  racrultaant,  long  tara  eontlaalag 
prlnclplaa,  not  aubjaet  to  ehangaa  eauaad  by  abort  tar>  rarlatlooa 
In  tha  aarkat,  ara  naadad.  Vlth  thla  objaetlva  la  alad,  tha  MC  ataff 
Initially  ravlawad  tha  orarall  racrult  procaaalng  function.  Tao  laaua 
araaa  aaargad  ubleh  juatlflad  a aora  datallad  ravla*.  Tlrat  aaa  tha 
atandarda  and  aalactlon  of  racrulta>  ahlch  vUl  ba  addraaaad  la  a 
aaparata  papar.  Tha  aacond  laaua  araa  Inrolrad  Irragularltlaa  vlthln 
tha  raerulting  proeata  Itaalf.  Thla  papar  will  addraaa  apaelflc  pro* 
eaaalog  problana>  with  tha  prlaary  objactlwa  balng  to  naka  raaaaandatleaa 
ta  allalnata  procaduraa  and  futura  praaauraa  which  night  land  ta  armra, 
guaatlooabla  judgawita  and  altuatlona  which  night  prbnpt  Irragularltlaa. 

In  ganaral,  Irragularltlaa  occur  In  araaa  auch  aa  nantal  taatlng, 
and  nadlcal,  drug  or  noral  acraanlng.  Irragularltlaa  and  nalpractlca 
alao  taka  tha  form  of  dacaptlon  or  nlarapraaantatlon  In  ordar  to  aaeura 
an  anllatnant.  It  ahould  ba  racognliad  that  a elaar  datamlnatlon  of 
tha  acopa  of  tha  problan  baeonaa  difficult  whan  eonaldarlng  tha  al»ant 
of  Intant,  aa  thla  la  an  obnrloua  gray  araa  dua  to  tha  oftan  unclaar 
botmdarlaa  batwaan  nalpractlca,  judgaMnt  and  arrora.  Additionally,  It 
ahould  ba  racognltad  that  Irragularltlaa  ara  not  unlqua  to  tba  All* 
Toluntoar  Forea.  Thay  aalatad  prior  to  1973.^  Rowarar,  for  purpoaaa 
of  thla  papar,  tha  racant  ATT  yaara  will  ba  focuaad  upon. 


Cloibarg,  Ell,  Janaa  K.  Andcraon,  Sol  V.  Clnaburg,  and  John  L. 
Hama,  "Tha  Loat  Dlvlalon.”  Haw  York,  Columbia  Unlvaralty  Praaa,  1959. 
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I.  MCK3U301S 

S«taniatii(  clia  •stacne*  aad  axtcBt  of  procatatng  ixttpilmtititm 
n^iMd  MMMMat  of  • nabot  of  potootlal  tadieotoro.  teoag  thoM  In- 
dicator* «oMi  dovlatloos  ta  tost  aeoto*  (aontal  gro\9  or  roadlag  loral 
elaaotffeatioe  darlvod  fioa  taottog  of  a roerutt  at  poiat  of  aatry  osa- 
parad  to  taatlag  aad  elaaaifieatloe  at  aoaw  latar  poiat  durlag  tan  of 
a«otea)t  Idaatlfieatloa  of  dlaquallfjriag  aadieal  eoaditloot  nhieh  aatatad 
prioT  to  tatty:  dtachargaa  dot  to  fraodultat  tallanaata  baoad  upoa  poat- 
aarllanaat  dlaconry  of  dloguolifylag  drag  tarolmant  aad/or  potlea 
raeoidt  iaproparly  toeetdad  adaeatloa  lorila;  aad  eoaplalata  by  racrulta 
tbat  aafalflllad  praaiaaa  or  doeaptioaa  wart  aoployod  la  ordtr  to  aaeora 
tbalr  aallatatat.  laeb  of  tbaoa  potaatlal  ladleatora  will  ba  addraatod 
aaparataly.  It  ahould  b*  aaphaaltad  hara,  la  addraaalag  racnilt  proeaa- 
alag  problaaa,  that  oony  of  tha  ladleatora  art  but  a ayaptoa  originating 
item  broadar  problaaa  aad  laauaa  la  tha  dafaaaa  aaapooar  araa.  Thla 
papar  will  Idaatlfy  aacb  bread  araa*  a*  raqnlraaanta,  taatlag  and  aa- 
llanant  ataadarda,  ntUlaatioa,  eoapanaatlon,  and  tba  atnagaatat  of  tha 
roeroltlng  fuactloa  la  odditloa  to  tha  aarrowar  probloat  of  Irragularltlaa 
aad  aalproctlea.  la  ordor  to  ba  proparly  addrasaed,  tacrult  Froceaalng 
Coatrola  canaot  ba  eonaldarad  la  laolatlon  frea  tha  broadar  problaaa 
BaatloBod  abora. 

A.  lESIVK^ 

Tha  Araad  foreat  Qualification  Taat  (APQI)  waa  flrat  laplaaantad 
la  IfSO  aa  tha  principal  aaatal  taat  uaod  to  datanlna  allglbillty 


1/  Brolution  of  tenting  sunarlaed  frow  Karplnoa,  Bernard  S. , "Hale 
Oiargeable  Enllateei:  Evaluation  by  Mental  Categorlea  (1953-1973)"  and 
"AfQT:  Historical  Data  (1958-1972)”,  Hunan  Resources  Research  Organt- 
latlon  Reports  CR-ED-75-2  and  E0-75-12  of  January  and  June  1975;  and 
supplewnted  by  DHC  staff  Interviews, 
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for  allltary  mtvIc*.  Th«  AKfS  «volv*d  from  oxporltnc*  falnod  with 
Mlactloa  for  tha  military  during  and  Immmdlataly  aftar  World  War  II. 

It  provldad  what  waa  eonaldarad  to  ba  tha  baat  avallabla  mathod  for 
ataaaalttg  an  tmamlnaa'a  mantal  ability  to  affactlvaly  aegulra  a military 
aklll.  An  U<fl  acora  aqulwalant  to  10  parcantlla  of  tha  atandard  popu- 
lation waa  aatabllahad  by  law  aa  tha  minimum  qualifying  acora  for  mili- 
tary aarwlca.  1/ 

4a  of  Oacambar  1972  final  taatlng  of  all  accaaalona  for  tha  regular 
Amy,  lawy.  Air  forea  and  Karina  Corpa  waa  balng  eonductad  at  tha  Armad 
Poreaa  taamlnlng  and  Incraaea  Statlona  (Ams)  utlllilng  tha  Arqt,  which 
provldad  atandard  elaaalflcttlon  of  accaaalona  Into  broad  nantal  group 
(ME)  catagorlaa. 


APOT  Farcentlle 

ME 

C«a«ral  D«icriptl(m 

93-99 

I 

Superior 

«S-92 

II 

Above  Average 

31-64 

III 

Average 

10-30 

If 

■alow  Avaraga-Marglnally 
Quallflad 

0-9 

V 

■ot  Ouallflad 

At  tha  aama  tlna,  additional  aptitude  taata  ware  balng  uaad  by  tha  Sarvleaa 
for  aupplamantary  acraanlng  and  claaalflcatlon  purpoaaa,  and  many  Xaaarra 
and  Guard  appllcanta  ware  balng  taatad  aaparately. 


dnlactlon  Service  Act  pronlblted  Inducting  appllcanta  acorlng 
0-9  on  tha  AFQT.  Although  Induction  authority  expired  the  aane  limitation 
contlnuea  to  be  uaed  by  the  Servlcea  for  volxxnteera. 
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Aa  e(  DaeadMC  1972  that*  aaa  at  laaat  a«aa  aaaaura  of  ataafacdlzaCisit 
irttb  all  aeeaaaloaa  for  tlw  ratulai  azaad  foreaa  balag  adalslatatad, 
aa  a alataiai,  tha  ATOI  at  tba  A9ES8. 

lo  J^uaiT  1973  tbla  Baatura  of  ataadardlxation  ehaagad.  TSm 
Sfflea  of  tba  Saexatarr  of  Dafaaaa  approrad  a Havy  taquaat  to  aobati- 
tota  thalr  Short  Baalc  Taat  Battary  for  tha  ATQT  for  t«atls|  all  aav 
aeeaaaiona.^  latar-Sanrtea  ataadardiiatiaa  ma  furtbar  dilutad  aad 
tasting  daeantraliaad  afaaa  la  Octobar  1973  tha  Air  forea  aad  la  Inly 
197A  tha  Marlaa  Corps  Mrs  authorlaad  bj  OSD  to  adalalatar  tha  Araad 
Sarvleaa  Vocational  Aptltada  Battary  la  li«t  of  tha  tUft.  Also  la 
tha  flrat  yaar  of  tha  All*Velantsar  fores  (Kay  1973)  tha  Any  aas 
authorlaad  to  ahift  to  a nav  taat  la  lisa  of  tha  Arqi.  Xn  smaary, 
aajor  ebaogos  took  plaea  daring  tha  AVf  yaara  ahleb  authorlaad  uaa  of 
aarlad  nav  acrsanlng  and  elasalfleatlon  taata,  vlth  tba  furthar  aothorl- 


aatlon  for 


rscrultara  to  adalalatar  antranca  taata. 


I 


To  bsttar  focus  upon,  uadsrataad,  aad  analyaa  problaaa  in  coating, 
tha  OK  conduetsd  a sarlaa  of  visits  to  raeruitlag  and  training  aetivltlas 
of  all  tha  Sarvleaa,  plus  a nu^r  of  AfEES.  Kay  paraonaal  vara  latar- 
vlaoad  and  atatlstlea  eollaetad. 

for  tba  purpoaa  of  this  papar  tha  staff  eollaetad  auwary  atatlstlea 
and  eonductad  parsoaal  latarvlavs.  Tha  raaults  nra  aaaantlally  con- 
alatant  vlth  tba  racaatly  eonductad  GAO  study,  la  that  vhlla  raaulta 
varlad  as  to  dagraa  at  laaat  soaa  avldanea  ms  found  of  Irragularltlat 


1/  Assistant  Sacratary  of  Dafansa  (M&RA)  nano  for  Assistant  Chief  for 
Plana  and  Frograu,  Department  of  the  Navy  (SUPERS)  of  Dacenher  7,  1972, 
Subject!  "Use  of  Navy  Short  Basic  Test  Battery  - Conversion  Table  to 
AFQT." 


I' . 
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In  all  Sarrlc**.'^  TImm  Irragulailt-taa  «ara  Idaatlflad  durln(  fT74 
and  tha  flrat  half  of  FT7S  through  rataatlag  of  racrulca  aftar  thay 
raportad  to  haale  training,  Tha  Marina  Corpa  rataatad  alnoat  all  Ita 
racrulta  and  tha  Ra«y  rataatad  appronlaataly  half,  loth  groupa  ahowad 
Ineraaaaa  and  daeraaaaa  In  aeoraa  upon  rataat  but  an  oaarall  Incraaaa 


la  Nantal  Group  MG)  According  to  taata  at  tha  polut  of  entry 


tha  Hayy  raportad  approalaataly  }-4X  and  tha  Marlnaa  raportad  about  BX 
of  aecaaalona  balng  NCIT.  lataatlng  Indlcatad  15-20Z  of  Navy  and  about 
3SX  of  Karina  aecaaalona  aara  NGIV.  At  :ha  raquaat  of  GAO  tha  Amy 
Air  Forca  alao  conducted  llnltad  apot  rataatlng  at  haale  training 


atatlona  — tha  Amy  ovar  300  racrulta  and  tha  Air  Forca  BS.^  Again 


data  ahouad  both  Ineraaaaa  and  dacraaa*a.  Ualng  a atandard  change  of 
20  po'nta  aa  balng  algnlflcant,  the  Amy  had  21  caaaa  In  thalr  aaapla 
and  tha  Air  Force  had  7.  In  all  28  caaaa  uhara  aeoraa  changed  aora  than 
20  polnta,  the  change  «aa  dovnuard. 

Thera  era  a nunbar  of  factora  which  could  contribute  to  davlatlona 
la  teat  aeoraa  attained  at  point  of  entry  eoapared  to  aeoraa  aubaaguently 
attalnad  during  raerult  training.  In  aoaw  Inataneaa  dlffarant  taata 
•ora  adnlnlatarad.  Alao  there  night  have  bean  varlatlona  In  taatlng 
condltlona  and  tha  cultural  chock  of  recruit  training  could  have  adversely 
effactad  parfomanca.  It  haa  alao  baan  offared  that  alnca  nany  racrulta 


y GAO  Report,  op.  cli. 


2/  Data  provided  by  Haadquartara,  Marina  Corpa,  Manpower  Dlvlalen  and 
Haadquartara,  Ravy  Recruiting  Cnanind. 


3/  GAO  Raport,  op.  clt. 
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•Iraady  had  apaciflc  tralaini  (uarancaaa,  thajr  lackad  tha  aotlvatlss 
to  put  {otth  thalt  baat  affort. 

•.  WmiCA!.  8CMPI11IC 

All  applicanta  for  anllatMot  to  tha  ragular  forcaa  ara  •taas 
a phytlcal  axaalnatloa  at  tha  Ams.  Addltionallp,  aoaa  raaar««/guard 
applicanta  ara  axaalnad  at  AFEES;  houavar,  proaialona  alae  axlat 
for  thla  group  to  ha  axaalnad  hp  phpalclana  claeuhara.  Wherever  tha 
exaalnattani  ara  conductad,  unifbta  phyatcal  atandarda  for  cnllataant  of 
applicanta  arc  prcacrlbad  by  OSD  and  contalnad  in  tha  Individual  allltary 
Service  regulatlona.  Initial  aadlcal  acreenlng  laada  to  dlaquallf Icatlon 
of  nany  applicanta  at  tha  point  of  racrultaant.  In  addition,  aadlcal 
problaaa  aurfaca  aftar  antry  Into  aarvlca,  A nuabar  of  thaaa  problaaa 
ara  attrlbutad  to  eondltlona  ahtch  axlatcd  prior  to  aarvlca  (EFTS) 
and  alght  have  baan  idanti,''ad  during  Initial  acraanlng. 

Tharo  ara  cartaln  factora  uhlch  Influanca  tha  accapunca  of  appll* 
eanta  with  varloua  aadlcal  eondltlona  In  auch  a way  chat  thay  appaar 

to  iBvolva  proeaaalng  IrraguUrltlaa.  Nany  aadlcal  atandarda  ara 
ebjactlva  and  aaally  quanttf labia  <a.g>,  height,  walght,  blood  praaaura, 
etc.).  Other  phyalcal  atandarda,  however,  require  aub)acttva  )udgnenia  to 
dacarulna  tha  extant  of  an  appllcant'a  aadlcal  condition  aa  wall  aa  to 
Intarprat  daaerlptlva  phraaaa  contained  In  tha  phyalcal  atandarda  (a.g., 

"If  aavara",  "If  dlaflgurlng”,  "ualaaa  alld",  "aavara  ayaptoaa",  ate.). 

Tha  judgaant  la  nacaaaarlly  btaaad  and  Influenced  by  tha  training  and 
axparlance  of  tha  axaalnlng  phyalclan,  aa  wall  aa  tha  avallablltcy  of 
coaplata  aadlcal  Infomaclon.  Accordingly,  tha  praaaoca  of  a "dtaquallfylng" 
condition  la  not  abaoluta,  but  aay  vary  froa  AFEES  to  AFEES,  and  fron 


t 


tflM  to  othar  M^leol  oualnatlon  factlltlaa.  la  all  eaaaa  tba  UtMS 
flkftUlm  aerka  with  tha  aadlcal  Matary  lafanatlaa  paaalda*  by  tha 
ayyllcaat  diorlat  aallataaat.  If  eartala  hlitarleal  aadlfil  lafanatlaa 
la  aat  dlacloaad.  yhyalclaaa  ara  fraquaatly  aaabla  ta  dacaet  yotaaelal 
yrablaaa. 

Thara  ara  thraa  altuatlont  which  contrlbuta  to  attrition  far  aadl- 
cal  eandltlana  that  aatatad  prior  ta  aarwlca  (IMS),  flrtt,  at  AmS 
phyalelaa  werka  within  tha  arianUatloaal  fraaaworh  af  tha  tocrultUi 
farea  and  la  awbjact  to  aoaa  Influanca  by  that  forca  ta  balp  ‘'aaka 
aaota".  Aa  aueh,  phyalclana  any  loan  toward  fawertaf  tha  applleaat, 
|lvln|  hla  tha  hanaflt  of  tha  doubt.  Sacond,  data  awMoat  that  phyal- 
cal  ataadarda  uaad  for  "ratalnablllcy'*  at  rarrult  tralalnl  faellltlaa 
vary  widaly.  To  llluatrata  thla,  for  tha  flrat  t**'tar  af  FT  lk7S 
tha  ms  dlacharga  ratav  warat  Al*  Porcat  O.S  parcant,  Karina  Corpai 
2.0  parcant,  Arayi  2.2  parcant.  Navy;  2.)  parcant.!^  Sana  within 
Sarvlcaa  tha  mS  rata  varlaa  narkadly  fron  ena  training  activity 
to  anathar.l^  Tha  raaaon  for  thla  vlda  dlaparlty  haa  not  boon 
atudlad  In  detail;  howovar,  racngnUlng  that  unlfom  atandarda  aalat 
It  la  raaaenabla  to  aaauaN  that  an  anllataa  tlth  ataalaa,  datanlna' 
tloa,  and  aotlvatlon  who  la  provided  good  laadarahip  can  avorcona 
■any  obitaclai.  Including  tanporary  or  nlnor  phyaleal  aywptona. 


U Any  background  paper  USAkCPK-K  of  racanbar  24,  H74,  Subjactl 
'"Dlacharga  of  Cnllatvaa  with  Medical  Condltlana  tluc  blatad  Prior 
ta  Sarvlca  Entry  (ms/IPTS),"  pg.  4. 

y Ibid.,  lac  ioaura  4. 
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EnllctM*  Mho  lock  sow  of  th«  foragolng  quallttco  often  nnok  •■cap* 

■hlch  could  b*  ■ aedlcal  diaciurge  uadtc  the  EFTS  daflnltlos.  Oct  as 
•vara^,  ona  out  of  avarp  SO  racruita  waa  dlachargad  In  R 1974  for 
an  EFTS  condition.!./  Tha  nusbara  of  individual*  who  hava  an  ERS 
condition  but  who  hava  atanina,  datamlnatlon,  •otivation  and  laadcr- 
■hlp  and  ara  not  dlachargad  ara  unknown. 

Tha  final  aituation  lapacting  upon  EFTS  attrition  involvae  da- 
eaption  by  tha  potantial  raeruit,  with  or  without  hi*  cacruitar'a  aaaiat- 
anca.  SoaM  voluntaara  aagar  and  aotivatad  to  anliat  do  not  diacloaa 
potantiallp  diagualifping  conditions  during  aadical  aeraaning  (a.g.t 
orthopadle,  bronchial).  During  "board  raviawa"  prior  to  diacharga  for 
an  ERS  con’ition,  paraonnal  at  tha  traiolsg  aetivltiaa  visitad  statad 
that  aoM  racruita  allagad  that  raerultara  war*  awara  of  thalr  potanti- 
allp  diaquall 'ylng  nadleal  or  anotlonal  problasa  but  advlaad  than  not 
to  diacloaa  tha  infonation  during  chair  aadical  aeraaning  proeaaa. 

Farsonnal  at  training  aetivltiaa  furthar  atstad  that  for  tha  aoat 
part  caaaa  ara  aapadltloualy  precasaad  for  aadical  or  adalnlatrativa 
diacharga  without  botharing  to  go  through  tha  aora  daaandlng  proeaaa 
of  varifying  Irragularltiaa  which  any  Imvo  pataittod  tha  raeruit  to  gat 

hy  terttna 

C-  D^C  AWD  CRIKIHAt  IWVOLVPqgfT  SCREEMIWO 

Drug  and  crlalnal  Involvaaant  can  ba  eatagorltad  undar  tha  handing 
“’•'•T  aeraaning.  Such  aeraaning  is  ganarally  accoapliahad  by 

I 

y "Diacharga  of  Enllataaa  with  Madlcal  Cer.dltlona  that  Ealatad  Prior 
To  Sarvica  Entry,"  Op.  Clt.,  tncloaura  2. 
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ladlvlilual  S«rrlea  racrultara  rathar  than  by  AmS.  frr — In  la 
aceeapllahad  throu(h  ravlaw  of  Jmanlla  aod  yeltca  raeorda,  iafonatloa 
VroTldad  by  ralatloaa,  taaehara,  aaployara  or  frlaada,  ylnt  atataaaata 
■ada  by  tba  Individual  ayyllcant.  Tba  aBount  aad  datraa  of  dtug 
and  erlalaal  lavolvaaant  raqulra  tha  naklni  of  a judgnaac  wlthla 
larvlca  policy  guldaoca  by  tha  lacrultlog  forca.  Thla  lodgnaat 
la  of taa  eoaplleatad  or  eloudaJ  by  raatrletletia  vlthla  aaay  aaalel* 
palltlaa  oa  obtalalag  aay  or  all  Inforaatloa  coatalaad  la  Jwaalla  or 
pollea  raeorda.  for  aaaapla  thara  ara  eurraatly  aeoraa  of  malclpaU* 
tlaa  wlthla  at  laaat  32  atataa  lAlcb  hava  raatrletleaa  oa  dlatloaura 
of  Ittvaalla  raeord  lafomatloa,-^  aad  thla  mabar  could  algalflcaatly 
lacraaaa  vlth  Intarpratatlona  aypllad  to  tha  nau  Fraadoa  of 
lofomatlOB  aad  frlvaey  Acta  (fubllc  Lava  >3-379  and  >3-302). 

Tha  oat  raault  la  t.^t  tha  conplatancaa  of  aoral  acraaalat  la 
aoat  eaaaa  dapaada  oa  tha  paraoaal  laltlatlva  aad  eoaplataaaaa 
of  Individual  raerultar  lavaatlgatloaa  aad  latarvlaua,  plaa  dla- 
cleauraa  aada  by  tha  appllcaata  thaaaalvaa.  lach  appllcaat  algaa 
a itataaaat  attaatlat  to  hla  prior  drug  or  rrlalaal  lavelvtaaat. 

If  further  lavolvaaant  la  aubaaquantly  dlacloaad  through  Ratluoal 
Agaaey  ehocka,  paraooal  odalaaloa,  or  other  oaoaa,  tha  aallataa 
eoa  ba  dlachargod  by  raaaon  of  fraudulent  anllataaot.  In  addition 
to  prior  arraata  and  eonvlctlona,  Sarvleaa  have  docuaantad  eaooa 


y Infomaclon  provided  by  Cdr  John  Carbone,  ’JSb,  Aaat.  Director, 
Cnllstad  Prograae,  Navy  gacrultlng  Coaaond,  July  7,  1973. 
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iriiar*  applleaau  hava  baan  enllatad  aho  had  baaa  offaiad  allltacjr 
saraica  bjr  civil  authorltlaa  In  llau  of  proaaeutlon,  castralne  or 
parola  raaultln(  froa  erialnal  acta.  Such  anllataanta  ara  prohlhlead 
bp  currant  Sarvlca  peXlcp. 

Aa  with  EPTS  nadleal  caaaa,  paraoimal  Intarviaund  at  eralnlng  aetlvl- 
tlaa  ahatad  that  racruita  alXatad  that  raeruitara  advlaad  than  not  to 
dlacloaa  prior  drug  or  erialnal  Involvanant.  Moat  allaaatlona  ara 
lapoaalbla  to  prova  or  dlaprova  alnca  thay  involva  confllctlog 
atatnanta  bp  tha  racrult  and  racrultar  on  what  vaa  aald  and  dona, 

D.  1P()CATI0!I  LSmS 

Taara  of  education  hava  ganarally  boon  viawad  aa  a gualitp  and 
parfomanea  Indicator  In  potential  racruita.  T!.lt  la  partleularlp 

true  whan  eonparlng  nllltarp  parfonanca  of  high  aehool  graduataa 
(BSC)  veraua  non-high  aehool  graduataa  (non  HSA).  iacrult  attrition 

analyaaa  available  in  all  Servlcaa  Indicate  that,  all  other  faetora 
being  agual,  a H5G  haa  a higher  probabllitp  of  aucceaa  during  recruit 
training. 

Mental  capabilltp,  aa  naaaured  bp  entrance  teat  aeorea,  and  expreaaad 
aa  a Mental  Group  I - IT  ranking,  ia  not  naeoaaarllp  related  to  paara 
of  education,  Intarvleva  with  tacrultlng  paraonnel  iodltated  that 
ineraaaing  nunbere  of  HSC  ara  failing  the  nllltarp  entrance  teat 
and  aanp  could  be  claaaiflad  functional  lllltaratca.  Romver,  not- 
withatanding  varlationa  in  teat  aeorea,  the  Servlcaa  hava  bean  vlevlng 
high  aehool  graduation  aa  a deairable  factor  indepandant  of  antranca 
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tMt  Kor*.  They  vl««  tha  graduat*  aa  a paraon  who  ehoaa  £o  raaala  and 
(nactlon  vlthla  tha  dlaelpllnad,  organliatlonal  aducatlon  ayataa  la  llau  of 
opting  to  dtjp  out.  Thay  ballava  alallar  aotlvatlen  vlll  aaalat  tha  Indi- 
vidual to  auecaad  In  nllltary  oorvlco.  All  Sarvleaa  targot  tha  high 
aehnol  graduata  aarkat  for  prlnary  Input,  and  la  tha  laat  yoar  tha  Any 
tad  Karina  Corpt  htva  follovad  tha  Kavy  and  Air  Torca  laad  la  rtatrletlag 
aatranea  of  MB  IT' a to  thoto  aho  havo  coaplttad  high  ichool. 

on  haa  alao  foeuaod  on  UO  aa  a hay  quality  Indicator  for  ae- 
caaalona.  In  addition  tha  TT  1T7A  Congraatlonally  approvod  appre- 
prlatlona  for  tha  Sarvleaa  avtabllahad  tha  taqulranant  that  aa  a 
nlnlnia  53  par  ant  of  all  accatalona  had  to  ba  RSO^  (In  affact 
until  July  1T7A).  Tha  aaqihaala  on  RSC,  particularly  alnlaun  quotaa, 
plaead  praaauraa  on  raeruleara.  Tha  Sarvleaa’  daclalon  to  raatrlct  KCIV 
aeetaalona  to  thoaa  acorlng  abova  19  on  tha  AT(]T,  tad  than  only  If  a HC  IT 
applicant  «aa  a ISO,  raducad  tha  aarkat  by  tpproalnattly  12  parcane^^  and 
further  Ineraaaad  praaauraa  on  raerultara  to  attain  quotaa.  Thara  art 
Indleatlona  that  auch  praaauraa  foatarad  raerult  proeaaalng  Irragularltlaa. 
Caaaa  Indontlflad  by  both  tha  OHC  ataff  and  GAO  atudy  ranged  froa  reporting 
ocrora  la  tha  ■abnr  of  ue  to  caaaa  of  fergod  high  achool  dlploaaa. 

^ Sacelon  71S,  DOO  Apprcprlatlona  Act  197A, 

y CSAREC  paaphlat  601-1,  Handbook  Military  Avallabla  Invantory  7T7A, 
datad  Auguat  1973. 
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1.  CWfCtriLtro  FKCHISES 

mth  tb»  a4v*Bt  of  tha  AVT  tho  Sorvleoo  aado  oajor  ehuscoa  Is 
thatr  iMTiiltMot  prograaa.  lo  ordar  to  coapata  tlth  prlvata  ioduattp 
tha  Satvleaa  hacaaa  "aalaa”  orlantad,  thay  aabarkad  upon  najoc  paid  ad- 
-rattlalng  eaapatgoa,  and  thap  Initiatad  protraaa  to  (oarantaa  a «lda 
zanga  of  trainlrg  and  duty  optlona  to  naw  aecaailona.  Tha  changaa  waca 
daaignad  to  Incraaaa  aoaranata  and  anhanca  tha  attractlvanaai  of  ■ilitarp 
aazTlca.  Such  phraaaa  aa  "Gat  a llttla  aoTa  In  tha  Harp",  "lodap’a  Any 
aanta  to  Join  you”,  and  "Taha  a 16  aunth  vacation  In  luropa"  vara  but  a 
faw  of  tha  alluring  pronlaaa  nad^  to  potantlal  racrulta. 

Tha  apaelfic  guatanCaaa  offarad  individual  racrulta  by  racrultara 
alallarly  hava  proaptad  quaatlona  of  athlcal  practlcaa.  Much  of  tha 
coBcam  uaa  claarly  Identified  by  Sanator  Eaglaton  during  Senate  dabata 
which  ultlaataly  lad  to  Public  Law  93-155  aatabllahlng  thia  Coaalaalpn.— ^ 
In  apita  of  two  yaara  having  paaaed  alnee  than,  allegatlona  of  unfulfilled 
recruiter  proalaaa  paralat.  Tor  axaapla.  In  197A,  Army  atatlatlca  In- 
dicate that  tha  nuabar  of  reported  caaea  alleging  recruiter  "falaa 
proalaa"  ranked  aacond  only  to  caaaa  alleging  'eoncaalnent  of  police 
record.’'-^  tacorda  aalntalnad  by  the  Sarvlcaa,  hownvar.  Indicate  faw 
coaplalnta  of  unfulf Iliad  pronlaaa  are  ultlaataly  attributed  to  recruiter 


^ Congraaelonal  Racord-Sanata,  Septaabar  19,  1973,  pp.  S 1771A-17722. 
2/  DSAREC  Briefing  June  2A,  197S,  op.  clt. 
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aalpractlca-  To  guard  agalnat  thaaa  caaaa  tha  Sarvlcaa  put  all 
®'**Tantaaa  la  urltlng,  with  both  racruitara  and  applicanta  algnlng 
tha  doeiaanta.  Intarvlawa  with  Sarvlca  rrcrultara  lodleata  a ballaf 
that  oanp  app.'leanta  haar  only  what  thay  wlah  to  haar.  Ihla  laada 
to  alauodaratandlng  and  ouhanquant  clalaa  of  fnlaa  proalaat.  On 
tha  ?thar  hand,  with  tha  hard  aalaa  training  balng  provldad  racruitara. 
alona  with  praaauraa  of  quota.  It  la  raallatle  to  aaauM  that  thara 
la  an  aloMnt  of  truth  In  nany  of  tha  conplalnta  and  allagatleoa  noda 
aach  yaar  by  now  raerulta  which  night  ba  attrlbutabla  to  anonoratlona 
and  hard-onll  taetlea. 

Anothar  araa  of  eoncarn  anong  raerulta  la  that  racruitara  do  not 
tall  than  tha  conplata  truth.  On  warloua  fluid  wlalta,  tha  EMC  ataff 
talkad  with  greupa  of  raerulta,  aona  of  whoa  aald  that  thalr  racruitara 
had  not  told  an  about  partlnant  Sarwlca  pollelaa  concomlng  da- 
»andant  trawal  and  earn,  or  ovaraaaa  aaalgnnanta,  or  what  happanad  If 
tha  raerult  fallad  hla  guarantaad  achool  aaalgnaant,  ate.  Mhlla  nuch 
of  thlo  can  ba  attrlbutad  to  "oalactlva  haarlng",  tha  rapatltlon  of  auch 
conplalnta  landa  aupport  to  tha  conclualon  that  racruitara  ara  falling 
to  Infom  potantlal  raerulta  of  all  aapaeta  of  Sarvlca  Ufa. 

».  mvicss  raocpicMS  rot  mrotme  nr  ai.innm  uckpitiiic 

KALfldCTICt  CASES. 

In  raoponaa  to  a DHC  Inquiry  tha  Sarvlcaa  provldad  datalla  of  thalr 
oalatlng  procaduraa  for  tha  handling  and  control  of  allagad  raerultlng 


-15. 


■■Iprttetlca  caM*.-'  C<«*>  oxl«lnata  froa  raparta  ftoa  aaxlmia  unit 

enaaaniara  aai  traialos  actlvitlaa,  ceaplalsta  of  ladtvMusl  baralsa 
■aafcaxa,  appilcaata,  faatllaa  or  frianda,  Contraaalonat  ta^lciaa  os 
Mialf  of  cosacltuanta,  asd  flodlaga  of  isapaetlon  Tlatta  to  allltar; 
isataUationa.  Allagatiosa  ara  lanarallp  foxvardad  to  tha  Sarvtoa 
Coaaaodax  of  lacxultlsf.  In  tha  oaaa  of  tha  Maxlna  Coxpa  easaa  axa  auh- 
alttad  to  tha  CotHtndant,  with  tha  Daputy  Chiaf  of  Staff  fox  Maapowax 
having  cognlianea  and  tha  lacxultnant  Bxanch  acting  aa  tha  functional 
agancy  fox  dlapoaltlon. 

(xcapt  fox  a aalact  faw  aaxloua  and  unusual  eaaaa,  which  night  ha 
Isvaatlgatad  by  a daslgnatad  Saxvlca  Invaatlgatlva  oxgaalxatlon,  all 
allagatlons  axa  noxnally  foxwaxdad  fox  Invaatlgatlon  to  tha  flald  xa- 
exultlng  oxganlxatlon  wbaxa  tha  allagad  aalpxaeclca  oecuxxad.  Kstults 
of  Invastlgatlona  axa  aubaaquantly  xatumad  to  Kacxultlng  Bsadquaxtaxa 
with  findings,  rapoxt  of  eoxxtetlva  ox  dlaclpllnaxy  action.  If  appxopxl- 
ata,  and  xacaanandatlons.  Tha  Connandaxs  of  Kacxultlng  xavlaw  Invastl- 
gationa  and  aonltox  xasults  of  thalx  curxant  ayatana,  A xavlaw  ot  in- 
dividual Saxvlca  pxocaduxaa  In  affact  as  of  Juna  20,  197S  Indlcatas, 
howavsx,  lack  of  unlfoxnlty  and  fexaallty  In  what  should  ba  a atandaxd 
and  nandatoxy  ayatan  fox  xapoxtlng  and  controlling  thasa  allagatlons. 
Also,  it  bacaas  claax  froa  Intaxvlaws  during  visits  to  xaccult  training 
actlvitlaa  that  thara  wars  caaas  whaxa  allagatlons  wars  navar  variflad 
ox  raportad.  Fox  tha  aost  part  such  caaas  Involva  xacxulta  balng 


Attachments  to  Assistant  Secretary  of  Defense  (Manpower  and  Reserve 
Affairs)  memorandum  for  the  Defense  Menpower  Conmiission  of  June  20,  1975. 
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dlschariad  du«  to  tut  failuru,  aadlcal  problau,  lack  of  aotlvatlon, 
■laconduct  or  unaultablltty.  Uhlla  aany  of  tha  aan  and  weniB  bains 
yrocaaaad  for  dlaeharsa  elta  racrultar  aaalatanca  or  othar  Irratular 
frocaaalss  proeaduraa,  tralnlas  cutara  oftan  opt  to  aivaditloualy 
procaaa  naap  of  thau  uua  for  adnlnlatratlva  diackar'O  ratbar  than 
go  through  «hat  la  vlawad  u a coatlp,  burdanacaw  and  daaaadlag  pro- 
eaaa  of  doetaantlng  and  raportlag  all  racrult  allatatloaa. 

II.  PtOBLM 

Thara  la  avldaoea  that  Irragularltlaa  la  racrult  procualng  hava 
aalatad  avar  tha  jraara.  All  of  tha  Sarrlcaa  and  OSD  hara  racogaltad 
tha  problaaa  and  aada  afforta  to  corract  thaa.  Thay  nalthar  mat  nor 
•111  eondoM  Irrafularltlaa  In  proooaalng.  Thalr  najor  affort,  homvar, 
hu  baaa  aftar  tha  fact  to  raaady  Idantlflad  problma.  What  art  naadad 
ara  ataodardliad  controla  baaad  on  Ions  tarn  contlaulng  prlnclplat, 
not  auhjaet  to  changaa  uuaad  bp  abort  tara  rarlatlona  la  tha  aarkat. 

Tha  fundaamtal  quaatloa  facing  tha  nc  la  ■hat  policy  changaa,  practleaa 
and  procaduraa  alght  ba  adoptad  within  BOO  to  laprova  tha  control  omr 
racrult  proetaalng. 
xn.  AiTssmims 

Tha  purpoM  of  thla  auction  la  to  Idutlfp  and  dlaeuaa  tha  varloua 
altamatlvaa  which  night  ba  laplaaanttd  bp  DOD  la  ordar  to  achltra  a 
battar  racrultlng  apttta  In  which  Irragularltlaa  ara  allalnatad  or  dattrrad 
bp  "apatta"  chacka  and  balancat.  OSD  and  tha  Sarrlcaa  hawa  baan  lapla- 
aaotlng  changaa  which  hawa  gona  a long  mp  tomrd  raduclng  racrult  pro- 
caaalng  problaaa.  Tha  pollclaa  racoanandad  bp  tha  ataff  wxpand  on  tha 
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!KS>  attotta  aa4  alwuld  ba  eonaldarad  aa  Ions  continuing  pTlnelplaa, 
not  aubjaet  to  changea  cauaad  by  abort  tarm  aarlatlona  in  tha  nackat. 

In  aaaraalng  varloua  altemativaa  avallabla  to  control,  raduca  and 
hopafully  allainata  tha  racruitlng  procaaalng  problaaa  tha  ataff  lookad 
at  yrobabla  cauaaa  aa  wall  aa  afiacta.  Aa  Irragularitiaa  ganarally  can 
ba  attributed  to  tha  "ayataa'',— ^ tha  following  dlacuaaton  of  tha  racrult- 
ing  ayataa  will  be  brokan  down  into  broad  catagoriaa,  aa  followa: 

- laquiraaanta,  quotaa  and  conpetltlon. 

- Tha  recruiting  procaaa  itself  (including  tasting, 

aadical,  aducatlon  laval,  drugs  and  aoral  scraans). 

- Foliciaa  and  practlcaa  aaaociatad  with  tha  recruiting 

proeasa  (including  prioritlaa,  guarantaas,  information 
and  advartlaing) . 

- Serwica  procaduras  for  handling  aalpractica  allegations. 

A.  MMOnUMlMTS.  OOOTA  AMD  COHPETITIOK 

1.  Racruitnant  Accaaaion  Raguirananta 

Recruiting  ohjactlvas  orlginata  fros  a datanlnatlon  of  accaasiona 
required  to  neat  nan-yaar  averagaa  and  and  strength.  Although  Services 
aanaga  nanpowar  budgets  utilizing  authorized  nan-year  averages,  aany 
aanagers  interviewed  gave  an  Inpreealon  that  the  Services  are  parti- 
cularly conmitted  to  attainment  of  authorized  end  strength.  Aa  stated 
in  tha  CMC  Interim  Report,  tha  Conmlaalon  believes  that  there  is  a fear 

1/  Kany  elementa  of  the  "aysten"  being  identified  are  broad  and 
overlap  areas  well  beyond  the  issue  being  addressed  in  this  paper 
(e.g. . requirements,  testing  and  enlistment  standards,  utiliTation, 
compensation^  etc.)  While  they  are  germane  to  this  issue  they  will 
also  be  addressed  in  subsequent  papers  related  to  these  broader  issue 
areas. 
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cithin th«  D»p«rta«nt  of  Dofonao  ttut  If  md  itrangth  In  not  atralnud 
tha  Congraaa  dll  cut  future  ra^uaata  by  tha  nuabara  not  achlavad.-^ 
Idantlal  to  any  of  tha  followlaf  altamatlaaa*  than,  la  da-aaiphaala 
and  atrangth  and  aaaoclntad  dolXara  — at  laaat  aa  thay  lapact  on 
tha  quota  of  voluntaara  tt  ba  racrultad  during  tha  laat  nonth  of  tha 
flacal  yaar.  In  practlca,  thla  could  raault  In  null  ahortfalla,  uhlch 
ahould  ba  accaptabla  to  both  Congraaa  and  Rational  Dafanaa  plannara.'^ 

In  aaaluatlott  of  aolutlona  to  thla  problan  araa,  tha  BC  ahould 
eonaldar  tha  following  altamatlvaa.  which  ara  not  only  related  to  tha 
**®*^^1  pToc»»tln$  Irragularltlaa  laaua  but  ara  alao  a part  of  tha 
broader  araaa  of  nanpowar  nanaganant,  raqulrananta,  and  utlllaatloj: 
ALTEIKATIVI  1 would  cootinu*  proMtet  pollclM  tod  procodur** 
without  tignlflcunt  ehango. 

ALTIRHATIVB  2 would  wtww  wolu&tMt  accoooiott  iMwdo  to  MOt  otroagth 
rog ^irdwoQto  aalnly  in  torso  of  quantity.  Tbo  quality  of  now  aeeoooionog 
■oaour ^d  by  lodlcotero  ouch  ao  porcont  of  RSC  a&d  proportion  of  HG  l-IV, 
would  bo  aaxialsodp  baood  upon  what  tho  sorkot  wotild  boar.  Thla  oltor- 
natlwa  of  aaklng  nunbara  while  aaeklng  tha  hlghaat  quality  attainable 
la  but  a alight  change  fron  tha  practleaa  currently  being  utllltad 


l***  Prealdent  aid  tha  Congraaa,  Hay  16,  1975, 

pp.  5/~5o. 

2/  The  poaalblllty  of  ahortfalla  peralatlng  or  beconlng  large  will  be 
addraaaed  by  the  Coimloalon  when  It  conaldera  the  laaue  of  "Standby 
Hanpover  Meaaurea." 
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wltlils  OOO.i^  Th«  advantat*  ot  thia  altaraatlva  ia  that  It  hal^a 
aalntals  auihorlaad  atranfth  lavala.  Thara  ara  two  aitnlflcaot  dla- 
•dvastataa.  Vlrat,  quality  of  accaaatona  it  dlctatad  fcy  what  tha 
Mtkat  will  baar  rathar  thaa  what  ia  raqulrad.  Saeoad,  it  haa  a 
ttadancy  to  kaap  eoaataat  aaslauB  praatura  oo  tha  racruitlai  forea. 

It  la  thia  latttr  peiat  — eenataat  prtaaur'i  on  ratruitara  to  aaxtaiaa 
aeeataloa  quality  — that  taapta  iit^ulttltiat  or  aalpraetiaa. 

iLTHmilVl  } it  for  Saraieaa  to  quaatlfy,  and  pariodieally  updata, 
total  accaaaioa  aaadt  ia  taraa  of  broad  qualificatieaa  that  art  acrapt- 
taa  ba  afftetirtly  utiliaod.  A groat  aaaaatatat  of  raqulrtd 
qualificatiooa  la  wall  withia  tha  attta  of  tha  art.  Tha  aajor  dt- 
viatloa  frea  curraat  DOD  pvtetlcaa  ia  that  fira  long  tara  qualltativa 
rtquiraaaata  would  ba  attabllthad.  Aeeataiena  wow  1 ba  dlctatad  by 
Sarwlea  aaada,  rathar  than  aarfcat  aYalUblllty,  t tquant  adjuttaaata 
to  aeetation  quality  ataudardt  would  ba  aliainatad  along  with  un- 
aacaaaary  pratturta  on  raeruitara  to  attain  tha  hlghaat  poaalblc 
quality  available. 

ttCCTWEMDATIOW.  {to  ba  eonaldtrad  with  broadtr  laaoa  araaa)i  Alttmatlvo  J 
idileh  would  tttabllah  tceattlon  naadt  In  taraa  of  ralatlvaly  conttant  broad 
quallfleatlona  that  ara  accaptablt  and  can  ba  affa.»lvaty  ucllliad  by  tha 
Sarvleat. 
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3.  QuoM« 

lacrwltlaf  rrtctlc*  Woms  eraratln  • TMiilt  of  oony rotor 
ro^lroaoato  lAtch  oro  troaolotod  lato  yuoatltotloo  oaf  ^nolltatlTo 
^too.  Hhothor  quotoo  oro  oprortlooof  by  tootrophte  oroo  or  laolod 
oa  ladloldual  rocmltoro,  thoy  goaaroto  yrooauro.  lacnltlat  «aa 
faoerlbaf  oa  "tha  aaly  alllury  artaaliatlaa  ohara  all  of  aa  (at  a 
rayort  car4  aaary  aaok.*!/  iaothar  la^lcatar  of  (oata  ytaaoura  eaa 
ba  faaal  la  raata*la(  eauaaa  for  racraltara  balB(  rallora^  tad  traaa- 
fotrad  yrlor  to  taar  eoaylatloa.  for  aaaiyla,  darli^  CT  1*7*  tha 
Any  raaarod  ***  racrultara  for  "lack  af  aalaa  ability,”  Tha  total 
aBae(  athar  larvleaa  ata  faaar  (eloaa  to  *00);  hoaaaat,  eauaa  for  balaf 
rallaaad  could  alallarly  ba  ralatad  to  (ueca  atcaiaawat.'^  Aa  la 
alaaat  aay  aarkaclat  bualaaaa,  ralaferclay  cha  yraaanraa  af  a (uota 
ayataa  ara  caayatltloa  ayataaa.  Daalyaad  aa  aatlaaUra  far  auyarlor 
(arfaraaaea,  all  aaanra  yradaetlvlty.  la  tha  araa  af  allltary  ra- 
erultlaf  aaeh  af  tha  Sarrleaa  haa  Ita  on  caapatltlaa  ayatn.  luch 
ayataaa  bacoaa  doubla  adyad  anrda.  la  addition  to  yroaldlB(  a aaaaa 
far  ldaatlfyla(  auparler  porfomra  nrthy  of  apaelal  racefaltloa  and 
anrda,  laharaat  la  tha  ayatn  la  aa  oaortll  aaalaatlaa  'rtilch  ayually 
Idntlflaa  poor  productivity,  (laea  faa  Aaarlcaaa  aa]oy  bolaf  t aaal> 
flad  aa  "loaora”,  or  avn  ”bala«  avarapa”,  aaa  auat  (uaotlen  to  utiat 
aatnt  racnilcara  al(ht  ba  taaptad  to  vlaw  cha  and  aa  Juatlfylnt  tha 
aaaaa  for  yueta  attalnaat. 


1/  DNC  ataff  Intarvlau  ultb  TAOM  E.  R.  Tldd,  DIR,  CoatMadar  Ravy 
lacrultlnf  Coamid,  March  7,  1P73. 

2/  Cauaat  cltad  ware  'lack  of  ability",  "lo»  production",  "unabla 
to  abaorb  training",  "failure  to  aalntaln  atandardt/duty  parformanca" 
"non-productlvlty".  Op  Clt , A.SD(M1RA)  nano  of  Juna  20,  1975. 
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frMwr«a  on  aUltcry  r*erult«r«  t*'i*<'*<*^  ^ • quota,  with 
wieeon  Maoucod  by  eoavaratlva  production,  certainly  are  iwt  Halted 
to  Individual  Sanrlea  ayataaa.  Tha  Offlca  of  the  Secretary  of  OefMae 
aleo  plaeaa  conalderable  aaphaala  on  Service  eoepariaon  of  aonthly 
attalmunt  In  tatva  of  racrul,.ln|  quotaa,  quantitative  raaultn,  percent 
of  acceaalona  utw  vare  high  aehool  graduataa,  and  proportlona  of  ae~ 
caaelona  by  Mental  Croup  category.  Since  Inception  of  tha  AVf  the 
eoaparatlve  aonthly  raaulta,  although  only  a enapahot,  are  frequently 
reported  by  vnrloua  noun  aadla  aa  Indleatora  of  AVr  aueeeaa/fallura, 

Juet  aa  vtth  IndlvUual  raerultara,  attalnaent  of  quota  might  have  mam 
Impact  on  Sarvlea  aceaealon  pollelaa,  praetlcaa  and  mnnagimant. 

While  quotae  oer  ee  are  not  the  only  raaaona  for  recruit  procaealng 
Irragularltlaa,  tha  preeauraa  of  quotae  could  genarota  problama.  Further, 
even  among  top  profeaalonal  recrultara,  quotae  which  ara  Impoaaibla  to 
atuln  becauae  of  being  baaed  on  Inaccurate  market  raaearch,  or  the 
eli^la  umrilllngnaea  of  enough  paopge  to  raepond  to  tha  challengea  of 
nlllury  earvlee,  alee  could  prompt  procaealng  IrraguUrltlaa.  Only 
mban  quotae  completely  raflaet  actual  market  potential  will  they  aarve 
aa  totally  poeltlva  racrulter 'incentlvaa.  The  key  factor  In  allocating 
quotae  la  the  number  of  "nlllcary  available"  (HA)  proapecte  by  geographic 
location.!./  Sumamry  data  contained  In  the  HA  Handbook  la  eaaantlally  de- 
rived from  1970  Canaua  data.  Jl  la  frequently  referred  to  at  the  QUA 
(qualified  military  available)  Handbook.  In  the  moat  recent  edition  a 
projection  vaa  made  of  nalaa  who  would  fall  within  tha  17-21  aga  bracket 


1/  Moat  recant  data  la  eompllad  In  08AMC  pamphlet  601-1,  Handbook 
Military  Available  Inventory  ri74,  dated  Auguat  1973. 
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In  CT  1973.  MjuntatnCa  war*  applied  for  •■tlnatod  mlgratiaonl  ahifta 
froa  councp  to  county.  Alao,  adjuatnanta  to  raduca  tha  M «ara  appllad 
ky  eouaty  kaaad  u^oa  prior  axparlanea  la  laloetlra  larrlea  njaetlea 
ratM.  Noatal  group  ootlaatoo  aara  fnrthar  darluad  kp  applylap 
dmt  taat  aiparlaaea  to  total  Md  populatloa  ky  eouaty.  raatora 
auek  aa  tka  onakar  of  17-11  yaar  olda  aiployod,  la  eallapa,  plaaalap 
ta  attaad  eallapa,  or  already  aallatad  era  not  Idaatlflad.  da  tha 
■anitknnk  Itaalf  atataai  "Tha  eurraat  9ld  eoaeapt,  althooph  aaafal 
la  aaay  uara,  daaa  aat  portray  tha  traa  aarkat  pataatlal  ad  paallftad 
■Ultary  aitllaulaa.**'^  With  aa  lacraaalaply  aaklla  papalatlaa  aad 
yarlatlaaa  la  aaployaaat,  paallty  of  aehoal  ayataaa,  laaal  attltadaa 
aad  prapaaalty  ta  aallat,  aolatlap  puau  aad  rtaaurea  allaaatloaa 
ara  lapraelaa  at  kaat.  Tha  raault  la  laiaynl  praaaura  ta  tatraltara 
froa  oaa  area  ta  aaathar.  tueeeaa  or  fallura  (alth  attaaMap  daaape 
to  a raerultar't  earotr)  could  anally  ka  tha  raault  of  aanllabla  9ld 
data  rathar  than  raervltlap  ability  aad  affort. 

la  autluatlnt  aolutloat  ta  thla  problea  area,  tha  BK  thould 
ooaaldar  tha  folloulap  altematlvaa,  uhleh  ere  eleo  related  to  the 
broad or  area  of  racrultlap  aaaapaaaatt 

dtTlIUldTtVt  1 would  continue  praeent  pollclee  and  procadurea  with- 
out alpilflcant  chanie, 

ALT! WAT  1 VI  1 would  allalnato  tha  currant  apportloiiaant  of 
tuotaa  by  (ootraphle  area.  Accaealona  would  be  aanated  at  tha  national 
level  with  retulreaante  halnp  viewed  aa  racrultaant  celllnpa  to  raaaln 

1/  Q.H.A.  Handbook,  op.  elt.,  p.  5. 
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wltkla  •uthorixad  aacpowar  budget*.  Th*  th*or*ttc*l  advastag*  at  aueh 
a ajrataa  uould  b*  to  reduce  praaauraa  on  racrulcac*  having  dlspre- 
pertioaatal*  high  guotaa  varaua  actual  QHA.  Th*  auijor  dtaadvastag*  1* 
that  it  could  land  to  an  avan  laaaar  than  optimal  utiliaation  of 
raaourcaa  vhich  ar*  currantlp  apportioned,  in  part,  baaad  on  QMA  data. 
Additionally,  auch  a ayatan  uould  tend  to  accept  nadiocru  to  poor 
affort  uttlaaa  aon*  altamat*  nsaauraaant  eyatan  for  production  vaa 
iaplaaantad. 

AtTtlMATlVl  1 involvaa  rafinaaant  of  tha  axiating  quota  ayataa. 

It  uould  requlra  a najor  affort  to  inprov*  and  fraquantly  updata 
d*w>grtphic  data  to  battar  idantify  th*  qpiA.  Allocationa  of  quotaa 
uould  be  broadly  baaad  by  geographic  araaa,  and  th*  currant  practice 
(intantlooal/unintantional)  of  equating  quota*  to  individual  pro- 
duction uould  b*  avoided.  Th*  advantaga*  of  inprovad  qHA  data 
ar*  obvloua.  It  uould  parait  a aigntftcant  laprovaMot  in 
roaourea  utiliaation  uhll*  reducing  unequal  praaauraa  on  racruUar*. 
Rowavar,  th*  davalopnant  of  aor*  rafinad  q«A  data  uould  coat  tha 
Sarvica*  in  both  dollar*  and  aanpouar.  At  thi*  tia*  naithar  th* 
accuracy  of  aor*  rafinad  data,  nor  the  coat*  involved  can  b*  datar- 
uinad.— ^ 

y All  Sarvica*,  to  varying  dagraaa,  ar*  attaapting  to  aor*  clearly 
identify  and  rafina  data  u^'on  vhich  quota*  ar*  baaad. 


ALTERWATIVE  k al«o  Involvav  raflncMnc  of  th«  cxtitlnf  quota 


■yitaa.  It  would  rocofnlio  tho  uny  vtrltd  MsaltUltlM  la  davaloplng 
valid  (]MA  data  la  addition  to  attaoptlng  to  adjuat  for  oiick  varlablaa 
oa  attltuda  and  piopanslty  to  anllat,  local  naangownt  affoctlvanaoa, 
and  racrultar  axparlanca  and  proflcl^-ncy.  Under  thla  oltatnatlva, 
rathar  than  quotaa  bnlng  apportlonad  by  a haadquartara,  tha  field 
■anagara,  advlaad  of  total  raqulreMnta,  would  aatabllah  targeta 
for  thalr  orgaalxatloon.  lalf-eatabllahad  goala  ara  vary  attractive 
in  that  Hold  Maiagera  nhould  be  aware  of  local  coodltlean  and  battar 
qualified  to  apportion  tha  recruiting  effort  and  caopenaeta  for  le~ 
aecuraelaa  cited  above.  Hlnor  adjuatoanta/llalta  could  be  anaagad 
at  tha  haadquartara  level.  Ixparlanca  ever  tine  would  ptovlde  a 
practical  baals  for  Inprovad  raaourca  allocation.  Ihla  eajer  change 
toward  participatory  aenaganant,  whlla  allan  to  hlaterlc  procadurea 
within  the  nllltary  conaand  atructura,  offara  oa  attractive  oltametlva 
to  axlatlng  Inaqultlea  and  preaaurea. 

MCOWgaroATIOW  (to  alao  be  conalderad  within  tha  broader  area  of 
racniltlng  nanageaant)i  Alternative  d,  where  field  aanagara  would 
aatabllah  thalr  organltatlona*  goala  within  total  Servlea  raqulraaeate . 

1.  Coaaetltlon  Aaong  hacrultara 

Directly  related  to  the  currant  quota  ayatea  la  coepetltlon,  which 
ganerataa  preaeura  ce  attain  aaalgnad  quotaa.  Aa  noted  earlier,  eoa- 
petltlon  ayateaa  can  produce  penaltlea  even  though  daalgned  for  rownrda. 
One  alternative  la  to  coaplataly  ellnlnata  coepetltlon  ayateaa.  The 
aa}or  dlaadvantage  la  that  allalnatlon  reaovae  auch  of  tha  Incontlve 
for  auperlor  parforoance. 
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In  «*alaatias  Mlutloiit  to  this  probloa  araOt  tbs  DMC 
tonaidot  tha  followln(  altatnatlvaa,  which  ata  alao  a part  of  tha  broadar 
araaa  of  raentltlat  aaoataaaat  aad  apaelal  papas 

dtTCTIIATIVf  I would  eootlnua  tha  praaant  ayataoa  and  proeaduraa 
Sfitbout  algnificant  ebanga. 

AtTEMIATITE  2 would  Bodlfp  tha  aalatlng  eonp..tlClon  apataM 
to  battar  racognlta  raeruitar  "aat  affaetlvanaaa'*,  da  prawloualp 
aotad,  conaldarabla  publleltp  tad  anphaala  ara  aeeordad  oonthlp  quotaa 
nd  attalnaant.  laerwltlag  aueeaaa  la  ganatallp  aaaaurad  In  tana 
of  aeeaaalona  at  tha  point  of  antrp.  lowavar,  tha  IWD  objactlwa  la,  la 
fact,  auceaaafisl  porfonaaea  throughout  an  anllataant.  Tharafora, 
aaaauraa  of  recruiting  affaetivanaaa  ahould  go  bapond  guantltp  asid 
apparent  gualltp  at  point  of  antrp.  Tha  Baaaureaent  apataa  ahould 
aaaaaa  llabllltlaa  for  attrition  and  unaur.eaaaful  raerult  parfomanca, 
aa  wall  aa  grant  eradlta  for  claarlp  auperlor  raerult  parfomanca. 

Whlla  laaadlata  aeeaaalon  Infonatlon  la  ra^ulrad  for  aanpowar 
budgat  nnnagara,  evaluation  of  actual  raerultlng  affaetivanaaa 
ahould  ba  baaed  upon  a Maauramnt  at  aoan  later  point  In  the  ra- 
crult'a  tan  of  aarvlea.  In  addition  to  reducing  Inadlata  quota 
attalnnant  preaauraa  on  racrultara,  ahlftlng  tha  affaetivanaaa 

y Thla  would  be  In  addition  to  other  parfomanca  factora  which 
~ night  ba  uaad  to  naaauca  a racrultar'a  aalf  laprovenent, 
utlllaatlon  of  reaourcea,  driving  aafetp,  ate. 
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■aasur*  to  oow  latar  point  In  tlM  nhouid  onhinco  ovoinll  quality. 
Tha  180-day  point,  or  coaplatlon  of  training,  night  ha  a raaaoaabla 
point  to  naaaura  racrultlng  affactlvanaaa.  Ixlatlng  nanagaaaat 
Infomatlon  ayataaa  would  hava  to  ba  adaptad  to  auch  a ayatan,  and 
tbara  could  ba  aoau  dagraa  of  dollar  and  nanpowar  coata  laaolaad. 
lowautr,  with  tha  aatanalva  nanaganant  Infomatlon  ayataaa  earrantly 
In  naa  thaaa  coata  abould  ba  aaall. 

dtinamiVl  3 would  propoaa  a aonatary  benua  or  coaalaalaa 
ayataa.  It  abould  ba  laplaaantad  In  conjuctlen  with  tha  prauloua 
altamatlva  In  that  tha  eonaioalon  would  ba  baaad  upon  a racmlt'a 
auccaaaful  coaplatlon  of  aoaa  portion  of  aaralca  rathar  than  a count 
at  point  of  aatry.  Thla  ahould  allnlnata  "hand  hunting”  connoutlona. 
In  addition  to  laprovad  affactlvanaaa,  algnlflcant  aonatary  aavlnga 
could  ba  raallaad.  lacrultara  ara  praaontly  paid  up  to  8150  par 
aonth  Spaclal  Duty  Aaalgnaant  (SDA)  proflclancy  pay.  Thla  altar- 
natlva  would  raplaca  SDA  pay  with  coaalaalona.  Ataiadng  a ractultar 


Currant  racrult  quality  aaaauraa  ara  In  tamo  of  aducatlen  lawal 
Mid  taat  acoraa.  "Kct  affactlvannaa”  would  focua  graatar  attaatlon 
on  tha  daalrad  valuaa  of  attltuda  and  notlvatlon,  idilch  ara  critical 
to  trua  AVr  auccaaa. 

2/  Thla  la  dlatlnetly  dlffarant  fron  a "bounty”  ayatan  proMbltad  by 
Taw  (use  Tltla  10,  Sac  5U(a))  which  atataa,  "ho  bounty  nay  ba  paid 
to  loduca  any  paraon  to  anllat  In  an  amad  forca.  A clothing  allowanca 
or  anllatnant  bonua  authorltad  by  law  la  not  a bounty  for  tha  purpoaa 
of  thla  aubaactlon."  Tha  propoaad  ayataa  would  pay  tha  racruttar,  not 
tha  racrult.  Thla  la  a aajor  dapartura  fron  txlatlng  conpanaatlon  policy, 
rurthar  avaluatlon  on  tha  lapacc  of  othar  altnanta  of  pay  and  allowancaa 
la  aaaantlal  prior  to  laplanantlng  auch  a coaalaalen  ayataa. 

Actually,  SDA  pay  la  not  dapandant  upon  proflclancy.  In  1S74  It 
waa  ralaad  fron  a atandard  550  par  racrultat  par  nonth  to  whara  It  la 
now  baaad  on  racrultar  tanura;  $50  for  1-6  nontha  racrultlng  duty; 

$100  lor  7-18  nontha;  $150  bayond  18  nontha.  Thla  Incraaaa  la  con- 
talnad  In  ASD  (M4SA)  nanorandun  for  tha  Aaalatant  Sacratarlaa  of  tha 
Hllltary  Dapartnanta  (M4KA)  of  25  Juna  1974;  Subjacti  "Spaclal  Duty 
Aaalgnaant  (Proflclancy)  Pay  for  hacrultara".  . 
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Mrvaa  tbrae  jraara  on  raeruitlng  duty  1m  Mil  r*e«lv«  • total  of 
14,200  to  SDA  pay,  ragardlaaa  of  whathar  hla  parfotaanea  is  suparlor, 
svarata  or  aargiaal.  Aatualot  aaaiaga  productivity  of  thrao  aecaaalona 
par  aonth  at  parhapc  as  avaraga  coaBlaslOB  of  $25  par  sueeasaful 
raerult,  tha  racruitar  would  raalita  a $2,700  total  in  paciodie 
toBusaa.  Radttctiona  1b  eurraot  attritloo  rataa,  Mth  associated 
saviaga,  sight  also  ba  axpactad  Mth  racrultars  balBg  aotlvatad  by 
"aat  affactivaBaaa"  ratbat  tbaa  accaasioos  at  polot  of  aotry.  This 
eoaadaaioB  aystaa,  1b  llau  of  SUA  Fay,  would  sot  raault  ia  a aoaa- 
tary  paoalty  ob  racmltara.  In  tha  avaraga  casa  illustratad  tha 
$2,700  is  still  SO  paresBt  graatar  tbaa  tha  aaouat  that  aaaa  ra- 
crultar  would  hava  racaivad  la  SDA  pay  up  uatil  Juaa  1974.  Suparlor 
parforaars  would  raealva  eonsidarably  aora{  balow  avaraga,  coa- 
sidarably  lass.  Tbs  rsquastad  FT  7$  budgat  for  acrlva  forcaa  SDA  pay 
ia  $24. M.  Ia  addltioe  to  sigaifieaatly  radueiag  tba  SDA  budgat,  tha 
eeaaissloa  laeaBtlva  aystaa  plaeaa  aaphaals  abara  it  should  ba  •>  ea 
profleiaacy.  Kith  tba  dollar  as  a aetivator  it  la  aet  tollfcsly  that 
OM  could  avaatually  aapaet  rsductloaa  ia  tha  alas  of  racruitiag  forcaa. 
SlCOfttllDATIOII  (to  bo  conaldarad  Mth  broader  laauea  of  racrultlBg 
aaaagnaat  aod  apodal  paya)t  That  both  Altamativa  2,  which  would 
asasors  racrultiog  productivity  is  taraa  of  "oat  affactlver.aaa,"  and 
Altaraativa  3,  which  would  rsplaca  eurraot  Special  Duty  AtaigBsant 
pay  Mth  a coaBlaaloo,  ba  adopted. 

g.  TBS  ggCSUITmC  PROCBSS 

Drivaa  by  racuiraaanta,  quotas  and  currant  coopatltlon,  the 
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r«erultlBC  proc««a  !•  th«  point  whom  nopt  of  tho  actual  Irratularl- 
tiaa  occur,  with  tha  varioua  filtara/acraana  (a.t*»  taatlaf,  odu- 
eatlon  laval,  aadlcal,  drut  and  aoral)  baconlnf  Inaffcctlva  tbrough 
arror,  JudgMnt,  and  dacaption  by  racrult  or  racniltar, 

I.  Wantal  Taatlna 

Tha  coating  prograa  of  tha  Sarvicaa  could  hara  c«9tad  irragulariclaa 
or  aalpractiea  through  a aarlaa  of  apacific  "ayataa"  oppertunitlao.  Aaeag 
Chaaa  uara  (opportunitiaa  variad  batvaan  Sarvicaa  and  parioda  of 
tiaa)  I 

- that  taat  booklata  aara  availabla  to  racruitara 

• that  taat  booklata  wara  availabla  through  non*racruiting 
aourcaa 

- that  coaaarcial  taat  acudy  guidaa  vara  availabla 

- chat  racruitara  aara  alloaad  in  taating  araaa,  or  vara 
chargad  vith  giving  or  grading  tha  taata 

• that  racruitara  had  accaaa  to  taat  anawar  ahaata 

- that  taatara  aara  raaponaibla  to  racrulting  offieiala 

- that  thara  vara  no  Syata»«^lda  raqulrananta  for  taatara  to 
poaltlvaly  Idantlfy  taat-takara 

• that  thara  aara  only  one  or  tao  varaiona  of  tha  taata;  that 
tha  taat  varaiona  vara  not  acraab^ ,d 

- that  tha  taat  varaiona  vara  no  changed  often  anough 

- that  thara  aaa  no  cantralltad  record  of  paaa/fall  acoraa 
And,  aa  docuaentad  by  one  Service,  the  varlatlaa  of  Irragulnrltlaa  In 
taating  included  tSa  providing  of  aaaiatanca  to  racruita  by  racruitara 
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in  tli«  arcu  of  pr«-t«it  rcvicwa,  taat  ataiataaca>  anawar  changing, 
aatra  tlM  oa  taat,  a aubatltuta  taat  takar,  and  tha  providing  of 
anavara  on  "crlh"  ahaata.  A potantlal  racrult  could  alao  obtain 
a "crib"  ahaat  or  arranga  for  a aubatltuta  taat  takar  without  tha 
knowladga  of  a racrultar. 

In  avaluatlng  aolutlons  to  thla  problaa  area,  tha  OHC  ahould 
conaldar  tha  following  altarnatlvaa,  which  arc  raUtad  in  aoaa  caaaa 
to  tha  broadar  iaauaa  of  taatlng  and  asllataant  atandarda: 

ALTEMIATIVg  I would  cootlnua  praaent  pollclaa  and  procaduraa 
without  algnlflcant  changa. 

ALTEgMATlVI  2 would  allalnata  coaprahanalva  aantal  taatlng  of 
appllcanta  at  tha  point  of  antrp.  Qualification  of  appllcanta  for 
aarvica  would  ba  datanlnad  by  othar  aaana,  auch  aa  tha  axlatlng 
aducation  laval,  aadlcal  and  moral  acraana,  aaida  froa  a aantal 
taat.  Taatlng  would  aubaaquantly  ba  conduetad  at  baalc  training 
to  Idantlfy  thoaa  quallflad  to  ba  aaalgnad  to  fill  advancad  or 
tachnlcal  training  raquiramanta.  Tha  advantaga  of  thla  altamatlva 
la  that  It  could  broaden  tha  aarkat  by  allalnatlng  tha  aantal  taat 
obatacla  and  ahlft  aaphaala  froa  written  antranca  taata  to  racrult 
parforaance.  Tha  major  dlaadvantaga  focuaaa  aalnly  on  coat.  Thla 
altamatlva  would  Incur  added  ajcpanaaa  alnca  recruiting  would  be 
aora  "open-anded"  with  capability  to  cope  with  training  and  ultlaata 
utlllaatlon  being  daterainad  after  algnlflcant  Inveataant  had  already 
been  made  to  all  appllcanta. 
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ALTERNATIVE  3 would  Involvo  « vlgorout  effort  to  reduce  teet 
cottproBiee  end  eteocieted  Irregulerltlee  through  frequent  teet 
ehengee  end  tBpleaentetion  of  ocher  controle*  Optione  include 
•creabled  ceet  eerlee.*^  Ideelly.  coaputerlicd  ecrenbllng,  edBlnl- 
•trecicn  end  ecorlng  cdghc  be  en  ultlaete  goel.  Concurrentlyv  CeeC 
security  could  be  tightened  by  reducing  the  nueber  of  those  suthorlxed 
sccess*  laproved  positive  identificetion  end  verificetion  asthods 
for  epplicente  would  Also  be  lapleBented.  A stenderdised  DOD  policy 
Co  ellBlnete  or  greedy  reduce  retests  could  be  instituted,  supported 
by  s coBputerlted  crosscheck  cepsbility  utilising  s cencrsl  asscsr 
historlcel  index  of  nsee/SSN  of  ell  tested  by  eny  Service.  Effective 
up->greding  of  security  Bsssures,  es  propoced,  would  involve  increeeed 
costs  end  sksopower,  end  confidence  in  the  ebsolute  effectiveness  of  the 
Bsesures  would  be  uncertein. 

alternative  4 would  require  return  to  e single  stenderd  test  end 
seperetlon  of  the  testing  end  recruiting  functions. 

Note:  Beginning  October  1975,  ell  non-prior  Service  seces- 

sions will  be  given  the  Ar«sd  Services  Vocstlonsl  Aptitude 

Bettery  (ASVAB).  Effective  on  Jenueiy  1,  1976,  the  AFEES 

will  be  given  the  responsibility  to  eentrelly  ■snege  entrsncs 

2/ 

test  edmlnlstretion.*- 


U As  iapleaented  by  the  USKC  in  Jenusry  1975. 

2/  Aeeistent  Secretery  of  Defense  (H6RA),  Henorendua  for  Assletent 
Sccreterles  of  Che  Militery  Depertaencs  (H6RA)  of  June  9,  1975, 
Subject:  "Enlisted  Accession  Processing";  on  July  3,  1975,  Mr.  Don 

Srull,  OASD  (Henpover  Requirewents  6 Anelysls),  edvlsed  new  testing 
procedures  would  epply  to  ell  regulsr  Service  secessions,  plus 
Nevy  end  Herlne  Corps  reservists.  Ansy  end  Air  Force  reservists 
end  Gusrd  personnel  were  not  bound  by  the  new  procedure.  The  DHC 
stsff  recoossends  ell  non-prior  service  secessions  of  the  totsl  force 
subject  to  unlfon  enersnee  procedures  end  stsndsrds. 


'■N.  r.  i 


i 


Th«  adoption  of  this  altarnatlva  would  allnlnata  the  potantlal  con- 
flict of  Intaraat  which  could  rciult  when  qualification  teata  are  adslnl- 
atarad  by  the  aaaa  Individual  or  aaabara  of  the  aaaa  Service  recruiting 
force  who  are  alao  under  praaaura  to  enllat  appltcanti  to  aaet  acceaalon 
quotaa,  Aa  an  axaaple  of  facing  the  problen  of  Irregularltlea.  on 
January  1,  I97S,  the  Navy  coaauncad  teatlng  all  appllcanta  with  their 
■aalc  Teat  Battery  (3TB),  now  adalnlatarad  by  profeastonal  Navy 
teacara/elaaalflara  within  the  recruiting  organicatlon  rathar 
than  racrultara.  A saapla  of  1,811  January  raerulta  ware  aub- 
aaquently  ra-teatad  by  profeaalonal  tcatcra/claaalflera  (ualng 
the  BTB)  at  recruit  training  cantera.  Raaulta  Indicated  that 
average  teat  acorea  at  recruit  training  were  comparable  with  thoaa 
given  at  the  point  of  entry.— ^ 

While  the  aeparation  of  teatlng  reaponalbillty  from  that  of 
"bag-carrying"  recrultera  la  a generally  acceptable  action,  the 
Army,  Air  Force  and  Marine  Corpa  have  had  aeparate  teatcra  for 
aona  time  (atlll  reaponalblc  to  recruiting  offlcera),  and,  In 
varying  degreea,  teat  eosproalalng  haa  continued.  Aa  a reault, 
aoaa  recrultera  and  training  center  offlcera  and  NCO'a  Interviewed 
by  the  DHC  ataff  aupported  the  complete  aeparation  of  the  teatlng 
function  from  the  Servlcea  by  clvlllanlalng  the  teatera,  or  the 
contracting  for  the  function  with  a recognlred  profeaalonal  teatlng 
organlxatlon. 


y Statlatlca  provided  by  Navy  Recruit  Training  Command,  Orlando, 
Florida,  March  19,  1975.  The  reaulta  of  thla  teat  aharply  contraated 
to  reaulta  in  the  prevloua  nontha  when  recrultera  were  administering 
the  STBT  and  profeaalonal  teatera  aubaequently  retested  with  BTB. 


V 
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Th«  a(*v«nt«gei  of  utilizing  trained  teatera  rather  than  rccrultera 
are  two-fold.  Plrat»  more  profaaalonal  teatlng  control  la  provided; 
and  aacondt  t.ia  poaalblllty  of  **undue**  praaaurc  on  the  Caatar  la 
greatly  reduced.  The  practical  dlaadvantagaa  of  chla  proposal  on 
the  recruiting  ayatcii  would  be»  In  the  abaence  of  an  effective  re- 
reculter  pre-ecreen,  the  problem  of  having  to  aend  men  to  APE^  for 
testing,  aa  «*ell  aa  paying  the  coata  thereof. 

The  advantagei  and  diaadvantagee  of  clvlllanlzlng  or  contracting 
the  testing  function  are  leas  clear.  Bowever,  there  la  reaaea  to 
believe  that  the  pocalbillty  of  conflict  of  interest  would  be  further 
limited  with  clvllieoa  rether  than  Servlet  paraonnal.  The  Air  fores 
la  eurrantly  conducting  a pilot  program  with  civilian  taatara. 

REC(WMEKDATI0N  (to  be  considered  alao  with  laauea  of  teatlng  end  en- 
listment etandarde):  Alternative  4 would  provide  a alngla  teat 

for  all  Regular,  Ri  serve  and  Guard  acceaalona  to  be  edmlnletercd  by  joint 
testing  teema,  civilians,  or  contractor  personnel  Independent  of  the 
recruiting  force*  Alao  recoanended  ere  portlcne  of  Alternative  3 which 
would  provide  for  poeiwlve  identification  end  central  record  of  testeea, 
ecrembled  toet  veralone,  and  periodic  test  chengea. 
gducetlonel  Quotes 

Quotas  for  HSG  and  Mental  Group  IV  Individuals  have  been  coMon- 
piece  In  recent  ycare  within  Service  recruiting  programs.  These  quotes 
or  goals  have  created  preesurea  on  ''ecrultera.  Irragulerltlta  or  mal- 
practice ceueed  by  preeeuree  could  take  the  form  of  the  recruiter 
deliberately  noting  a high  school  graduation  when  none  in  feet  cxleted, 

/i-G 
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(Concatsiag  GED  hlgti  lelioel  •qulvalmt  emtifle*t*c,  tha  raenilMr  ati^t 
•ecape  a aan-authorltad  aevrea  foi  tha  GfD,  or  aota  a GO  eaceifleata 
«Hms  noea  aslatad.)  Thaaa  eaaaa  haaa  baas  peaalbla  baeauaa  tba  adaln- 
latrativa  proeaduraa  of  tha  Sanrleaa  up  until  Julp  1*75  had  not  raqutaad 
vtlttan  varlflratlon  of  high  achool  graduation;  Inataad,  oarhal  aaauraneaa 
or  eopiaa  of  high  achool  dlplonaa  had  •ufflead.'^  Tha  aaaa  potantlala 
for  pr^lana  hava  asiatad  la  tha  proeaduraa  for  proeaaalng  CD  applleanta, 
with  tha  warlatp  of  aeeaptabla  OD  atandarda  aaeog  Sarwleaa  and  tha  Jadgawota 
which  nuat  ba  nada  eoneamlng  tha  wallLitp  of  tha  OD  enlp  eonplleating 
tha  altuation  and  eraatlng  graatar  opportunity  for  Irragnlaritlaa  to 
occur. 

In  awaluatlng  aolutloaa  to  thla  problan  araa,  tha  9NC  ahould 
eonaidar  tha  following  altamativaa,  which  ara  ralatod  alao  to  tha  iaaua 
of  anliataaot  atandarda i 

iU.TEMIAIIVt  1 would  continue  praaant  pollelaa  and  proeaduraa 
without  tltaltiemt  changa. 

ALTEWATIVt  2 would  allalnata  quetaa  for  H8C.  Thia  la  parti- 
cularly trua  for  aatabllahing  a nlnlauai  nuabar  raquiraaant.  An 
advantaga  ia  tha  reduction  of  a praaaura  on  racrultara.  Countering 
thla  advantage  would  be  the  daanphaaia  of  a daalrable  qualification 
which  could  be  related  to  aucccaaful  perfomance. 

ALTERHATIVE  3 would  elinlnate  CD  high  achool  equivalent 
appllcanta  froa  being  counted  aa  HSC.  In  an  effort  to  atandardita 


If  DO  1966,  Block  43,  requlraa  thla  verification,  affective  July  I, 

T975. 
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proc*dur«s  bttvttn  S«nric*t»  OSO  directed  that  oolp  etete-<artifled 
CED  ahould  be  counted  ee  ilSC.— ^ Actually,  there  ere  wide  varlatlone 
In  etanderda  eatabliehed  froa  atate  to  atate  for  certification. 

A nan  claaalfled  aa  a KSG  la  one  atate  say  not  be  allglble  to 
qualify  In  another  atate  due  to  warlatlona  la  atandarda  aatabllahad 
for  acorea,  age,  raaldency,  etc.  Additionally,  what  doea  GID  Indicate? 

Merely  that  the  peraon  can  paaa  a written  exaolnarlon,  but  chat  la 
what  the  nllltary  entrance  teat  ■aaaurea.  A CID  certificate  has 
IlCCla  relatlonahlp  to  the  dealred  quality  of  net  being  a drop-out.^ 
the  advantage  of  not  equating  CEO  with  a high  achool  diplova  would 
not  only  purify  the  HSC  qualitative  Manure,  but  would  aloe  r Mirra  M 
area  where  procaaalng  Irragularitiaa  occur. 

UCOMfEKDATlON  (to  be  coneldered  alao  with  laaue  of  enllateent 
atandarda) I Alternative  3,  which  would  alimlnata  a CED  certificate 
being  equated  to  a dlplowa  when  Identifying  acceaalona  who  are  high 
achool  graduataa. 

3.  Ehyaical  Screentna 

Opportunltlaa  for  procaaalng  irrogularltioo  la  the  area  of  phyaieal  ocraon* 
log  oaiac  beeauae  of  the  Inabillcv  of  Che  Aftll  Mdlcal  ataff  to  fully  owmIdo 


1/  AS0(H4RA)  mmo  for  Aoalatant  Socretiriaa  of  tho  Military  Dopart* 
Mnta  (N&RA)  of  Kay  3,  1974,  Subject:  **Standardltatlon  of  Kaportlng 

CED  Equivalency  Under  Section  71$,  DOD  Appropriatiena  Act,  FT  1974.” 
Prior  to  thla  direction  Navy  and  Air  force  were  counting  Indlvlduata 
who  wet  Servlce-aatabllahed  atendarda. 

2/  A review  of  Aroy  and  Navy  recruit  attrition  atatlatlca  Indlcataa 
that  CED  have  a higher  toae  race  than  HSC  with  dlplooa. 


% 
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potMtlal  appllcaata  and  bacauia  of  cha  waakneaa  is  tha  raccultins 
spatSB  eoBcaTBing  tha  furalahint  bp  potantlal  racrKlta  sf  aadleal 
hlswrp  lafonatiOB.  For  asaapla,  durlag  tha  draft  ara,  a larga 
fartaataga  of  tha  potaBtlal  laduetaao  who  aara  Mdlcallp  dtaqoaliflad 
«ara  rajaetad  baeauaa  of  paat  aadical  problaaa  which  aara  brought 
to  light  by  thair  aubalaaioB  of  DD  Fon  F3  ~ Madieal  Riatory.  Tha 
aaaa  fora  ia  raguitad  of  potaotial  aBliataao,  so  tha  aadical  raJaetioB 
rataa  for  both  groups  should  ba  rsasenably  agual<  Tat,  in  tastiaany 
bafors  tha  Bouss  Arasd  Barvieaa  Coaaittas,  tha  Aray  raaaalad  that  tha 
aadical  rajaetioa  rataa  1b  FT  71  aara  S,l(  for  potantlal  anllataas  aod 
40. 7(  for  potaotial  laduetaaa.  — ^ As  axpraasad  to  tha  MC  staff  by 
various  racrulting  aad  Salactiva  Sarvica  officials,  this  cootraat 
illuatratas  quastlOBabla  conduct  by  both  groups. 

In  avaluating  solutions  to  this  problaa  araa,  tha  DHC  shauld 
eoBSidar  tha  follovlag  altamativaai 

ALTtMIATlVl  1 veuld  eontlnua  prasant  polieiaa  aad  procaduraa 
uithout  significant  changa. 

AITRBIATIVE  2 would  ineraaaa  aadical  scraanlag  raaoureas  at 
AFtCS,  or  would  augaaot  AFEIS  through  tha  usa  of  satabllshad  allltary 
aadical  salts,  VA  hospitals,  or  contrsctsd  prlvata  physicians  and 
aadical  faellittas.  Thara  la  a Halt  on  ailitary  raaoureas, 


y Statsosnt  of  Ha.1  Can.  John  Quint  Hanion,  Conaaandlng  Ganarsl,  U.S, 
Aray  Racruitlng  Coaaand,  "Haarings  bafera  and  Spacial  Raports  aada  by 
Coaaittaa  on  Amad  Sarvicas  of  tha  Houaa  of  Aapccsancattvas  on  Subjaets 
Affacting  tha  Naval  and  Military  Eatsbliahaanta  1972,"  92nd  Congrass, 

2nd  Saaslon,  p,  8419. 
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particularly  In  tanu  of  variad  apaclallaca  and  aaaoclatcd  taatlnc 
cajabllltlaa  which  would  hava  to  ha  avallahla  In  each  AFEES.  3^  -* 
ara  alao  practical  raatrlctlona  on  budget  and  availability  of  civilian 
augaailtatlon.  In  aaaanea,  by  tha  vary  nature  of  the  aubjactlva  co*- 
plaxlty  of  such  of  tha  phyalcal  acraanlng  procaaa.  It  would  appear  that 
only  aarglnal  raturna  would  be  raallaad  fron  algnlflcant  Incraaaaa  of 


■adlcal  raaourcaa  at  all  of  tha  praaant  66  AFEES  altaa. 

AITEKXATIVE  3 would  daaand  wore  of  appllcanta.  Craatar  aiyhaala 

would  be  placad  on  aacurlng  a coaplata  and  accurate  wadlcal  hlatory 

(DD  Fora  93).  Llatlng  of  prior  tMdlcal  condltlona  would  be  aaalatory 

aad  If  thara  ana  a gtiaatlon  that  any  auch  condition  night  ba  dlagualt- 

fylng  It  would  ragulra  a atataaant  of  currant  atatua  froa  a faally 

If 

or  private  phyalclan.  Standard  DOD  policy  would  ba  proaulgatad  which 
would  raafflm  and  aaphaalta  that  tha  racrulCar  and/or  recruit  wowld  ba 
aubjact  to  dlaclpllnary  action  In  caaaa  of  fraud.  Thta  tightening 
of  axlatlng  procaduraa  la  a no-coat  option  which  could  radaca 
IFIi  caaaa,  although  thara  would  ba  an  Incraaaa  In  tha  adalalatratlva 
burden  placad  on  racrultara. 

EECOmEWDATlOW ! Altamatlva  3,  tdilch  would  daaand  ce^lata  aadlcal 
hlatory  froa  appllcanta  with  aupportlng  aadlcal  dociaMata. 


aad  Crtntnal  Involvaaant  (Moral)  Scraanlni 


l^illey  under  law  varlaa  conatdarably  froa  location  to  location  with 
raapact  to  poaaaaalon  and  uaa  of  druga.  Inconalat'dicy  la  crlalaal 


y Fcactlca  recently  laatltutad  for  procaealng  appllcanta  by 
Amy  and  Mavy. 
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full  dlacloMr*  Iu4  not  b««n  acd*.  Hord  MrMalat  !•  a yroblM  which 
placet  conaldarabla  rtaponalblllty  on  tha  racruiclnt  forca  to  aaka 
judgaanta  In  a coaplax  araa.  OSD  ahould  aatabllth  and  clarify  a uni- 
fora  araad  forcaa  policy  concarnlnp  dagraaa  of  drug  uaa  accapttblllty, 
ragardltat  of  tha  aarlatlona  In  axlatlng  panaltlta  under  law  fron 
location  to  location.  Haxt,  latlalatlva  action  ahould  ba  Inltlatad 
by  tha  ' Kigrtaa  which  would  ragulra  dlacloaura  to  rtcrwlttra  of  Infor- 
aatlon  ;i  pollen  racorda  whan  applleanta  algn  a atatnaant  authortilng 
twch  dli.clotura.  Finally,  OSD  ahould  claarly  aatabllah  walfora  nlnlnun 
ttandarda  for  applleant/raerultar  ratponalbllltlaa  In  tha  notal  acraanlng 


ggCOWEHDATIOW  (to  ba  eonaldarod  with  Ittua  of  tollataant  ttandarda)) 
Altarnatlva  2,  idilch  would  clarify  and  atrangtbtn  tha  aoral  acraanlng 
atandarda  and  procaat.— ^ 

C,  POLICIES  AW)  fKACTICHS  ASSOCIATia)  WITH  THE  gECgumiC  FgOCFSg 
Cloaaly  aaaoelatad  with  applicant  procanalng  art  a nuabar  of  r»> 
latad  praetleaa  and  pollelaa  idiieh  hava  alao  proaptad  Irragwlarltlaa 
and  problana.  Thaaa  ganarally  fall  within  tha  araaa  of  anatcarattd  ad- 
vartlalng,  unauthorltod  or  dacaptlva  racrultar  prenlaat,  and  Ineonplatt, 
confuting  or  conflicting  Inforaatlon  provided  to  new  raerulta.  Aa 
pravlouely  Indicated,  tha  Sarvlcaa  hava  attanptad  to  guard  agalntt  thaaa 

If 

ch«r|tt  hy  rt^ulrlnf  fuar«nt««t  to  bo  In  wrltlrt|.  Probl«M,  hoirovtr, 
porolit  bocauio  tbio  or««  Involvoo  Ineorprototlon  ond  porcop- 

tlono  oblch  could  oooily  Tory  from  Indivlduol  to  Indlvlduola  Ao  ono 
•Ign  In  « Roitt  rocrulting  offlco  Mld»  **I  knov  that  you  bollava  you 


U While  thla  rocoaMfldacion  would  bo  odvantagtoua  to  DOD  it  nay 
raqulra  Indlvtduala  to  accept  a breach  of  their  Individual  privacy  aa 
condition  for  enllacaent. 

2/  Supra.  Section  Xtl  I. 
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anlcratand  what  think  I aaU,  but  I'u  not  aura  your  eaallaa  that 
iriiat  yen  haaid  la  not  «hat  I ■aant.'*  A daflnltlva  aolutlos  la  far 


raachlag  and  coaplax.  It  raqulraa  a dadleatad  affort  to  anhanea 
truthful,  eonplata,  jrat  alnpltflad  two-way  eoaunicatloaa.  Aratlahla 
;^ytlolla  ara  aarlad  and  la  aowa  caaaa  nutually  ralnforclng. 

In  avaluatlng  aolutlona  to  thla  problaa  araa,  tha  UHC  ahould  eonaldar 
tha  followlni  altamatlvaai 

dLTatmTTVk  1 would  contlnua  praaant  pollelaa  and  procaduraa  without 
altttlf leant  ehanaa. 

dtimmiVl  2 would  ra^lra  graataT  anphaala  on  Inaurlng  a thorough 

axplanatlon  of  all  optlona  plua  battar  undaratandlng  by  appllcanta.  A 

ehack  Hat,  varlflad  by  a auparvlaor,  could  ba  provldad  by  a racrultar 

to  aach  applicant,  Hating  avary  option  for  which  the  applicant  la 

1/ 

aligibla  and  guallflad.  Exlatlng  foma  and  docuaanta  uaed  for  appli- 
cant procaaalng  ahould  ba  checked  for  eonplatanaea,  alnpHclty,  and 
if 

readability.  lapHcatlona  of  future  nadlcal  and  training  failure,  aa 
wall  aa  poaatbla  changaa  In  aarvlea  requlrencnta  which  night  affaet  an 
appHcant'a  guaranteaa,  ahould  ba  provldad  la  writing  and  fully  aaplalnad. 
A nlnlaun  period  of  one  day  (or  nore)  ahould  ba  aatahllahed  fron  tha  tlaa 
a recruiter  offara  all  optlona  In  writing  until  tha  applicant  attaaea 
to  fully  undaratandlng  all  options.  As  a further  safeguard,  parents, 
guardian  or  advisor  could  also  ha  requested, to  attest  to  options  and 


1/  Visits  to  recruiting  atatlona  by  DHC  staff  •wabara  Indicated  that 
racruitara  frequently  ara  selective  in  infomatlon  provided  to  applicants, 
SelectlvenasB  appeared  to  ba  pronpted  by  the  recruiter's  attempt  to 
enphaslia  existing  service  program  priorities. 

2/  An  OSD  Joint  aarvlea  AFEES  Task  force  recently  undertook  this  cask. 
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guarantct*  offtrad.  Sarvlcaa  would  ba  bound  to  honor  awary  guarancaa 
uolaaa  juat  cauaa  could  ba  provan.  In  tha  lattar  casa  racrulCa  would 
contlnua  to  ba  offarad  altarnata  optlona  Including  dlacharga,  ahould 
tha7  ao  daalra.  Tha  additional  tlna  and  affort  which  nltht  ba  ra^ulrad 
to  Inplaaant  tha  incraaaad  Initial  Infomatlon  phaaa  of  thla  altarnatlva 
would  appaar  to  ba  graatlp  outwalghad  bp  battar  infoniad  and  aatlaflad 
racrulta. 

ALTOHATIVE  3 would  aatabllah  procaduraa  to  provlda  for  laipartlal 
third  party  Mdlatlon  whan  allapatlona  of  unfulflllad  prcnlaaa  arlaa. 
for  adwartlalnt  uaad  to  attract  applleanta,  a Joint  Sarvlcaa  or 
civilian  panal  (parhapa  within  tha  Eadaral  Trada  Connlaalon)  could  ba 
chargad  with  ravlaw  to  anaura  unlnpaachabla  truth  and  athlea  of  ad- 
vartlalng.  for  Individual  caaaa  of  clalnad  unfulflllad  proalaaa,  not 
corractad  to  tha  aatlafactlon  of  tha  Sarvlca  and  racrult>  an  onbudanan 
could  adjudlcata  chargaa.  Tha  advantaga  of  thla  option  la  that  It 
would  provlda  voluntaara  with  lapartlal  Judgaa  to  addraaa  thalr  co»- 
plalnta.  A najor  dlaadvantaga  la  that  It  would  aatabllah  a ayatan 
which  night  aaally  bacoaM  ovarburdanad  with  unfoundad  cooplalnta  origi- 
nated by  any  racrult  aaparlanclug  dlaaatlafactlon  with  hla  contract  of 
aarvlea, 

AlTtgHATlVE  A would  allalnata  guarantaaa  at  Sarvlca  antry  point  or 
raduca  auch  guarantaaa  to  alnpla  llnltad  optlona  (a.g.,  tha  pronlaa  of 
alnply  advanced  training  rachar  than  apaclfylng  a daflnlta  aklll  araa). 

Tha  advantaga  of  thla  altarnatlva  la  that  It  graatly  raducaa  tha  ranga 
of  guarantaaa  whl''h  prr-ipt  allagarlonc  of  unfulflllad  pronlaaa.  Thla 
altarnatlva  holda  nany  Inplicatlona  for  utllltatlon  and  training.  Tha 
najor  dlaadvantaga  fron  a recruiting  point  of  view  la  that  without  apectfic 
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guanstaw  Mn;r  potantlal  agpllcanta  alght  not  ba  lotaraatad  Is  pursuing 
tha  option  o(  allltarp  sarvlea.  An  All-Voluntaar  Forca  assantlally  oparataa 
in  a ‘%uyars"  aarkat  attars  varlota  guarancsaa  ara  probably  saadaA  to  attract 
gualtty  youth, 

MSCOWffiltDATlOII ! Altamatlva  2,  uhlch  tiould  provlda  for  laprovad  iaforaatloa 
and  undaratanding  of  options  aaallabla  to  applicants.  Also  Altamatlva  3 
la  ordar  to  provlda  lapartlal  ravlaw  for  contractual  dlffaraneas  batwoen 
recruits  and  the  Sarvlcas, 

0.  SERVICE  PgQCEDUIIES  FOB  HAOTLIHG  MALPRACTICE  ALIEGATIOHS 
Aa  previously  discussed,  a ravlau  of  Individual  Sarvlea  procaduras 
In  affect  aa  of  June  20,  1973  Indicated  there  vss  a lack  of  unlforelty 
la  tha  systans  used  for  Idantlfylng,  reporting.  Investigating,  and  eoatrolllng 
casaa  of  Irragularltlaa  or  allagad  recruiting  aalpraetlea,'^  Xf  sal- 
praetlev  is  to  ba  datsrrad  or  tha  probability  of  racurrlng  casaa  rsducad  or 
ellalnatad,  than  It  appears  essential  that  certain  aandatory  procedures 
be  followed. 

In  evaluating  solutions  to  this  problaa  area,  tha  EMC  should  con- 
sider tha  fallowing  Altamatlvea: 

ALTERMATIVE  1 would  continue  present  policies  and  procedures 
without  significant  change. 
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4LTEMmrVE  2 would  aztond  th*  currant  Sanrlca  ayataaa  in  ordar 
to  anaura  that  all  racrulta  bains  procaaaad  for  adalnlatratlva  dla- 
ehargaa  ara  quarrlau  eoneamlnt  allafad  Irragularltlaa  or  walpractlca 
by  thalr  racrultara.  Tha  anjorlty  of  tbaaa  dlaehargaa  ara  dua  to  lack  of 
aptltuda  or  wotlvatloo.  laMturlty,  eharaetar  or  bahavlor  dlaordara, 
aadleal  problaaa,  alacoaduet  or  unaultablllty  — praclaaly  tha  typaa 
of  paraona  that  ahould  not  bava  baan  raerultad.  Currant  procaduraa 
ahould  ba  eontlnuad  to  dlacharga  uadaalrabla  or  unadltabla  racrulta 
la  an  azpadltloua  aanaar.  lowarar.  to  preparly  Idaatlfy  procasal!* 
Irragularltlaa  which  aay  hava  lad  to  tba  racrultaant  of  thla  group, 
all  dlachargaaa  ahould  ba  guaatloned.  Thla  guaatlenlng  caa  ba  coo- 
ductad  during  noiaal  acraanlng  by  aptltuda  or  other  review  boarda,  or 
by  tha  officer  or  KO  requaatlng  tha  dlacharga  action.  In  all  caaaa,  a 
alapla  fora  ahould  ba  coaplatad,  which  althar  aakaa  an  allegation  of  an 
Irragularlty  or  atataa  tha  abaanca  thereof.  In  caaaa  where  allagatlona 
are  aada  a procedure  alallar  to  that  uaad  by  tha  Air  Torea  Involving  a 
awom  atataaant  by  tha  recruit  which  aata  forth  datalla  of  hla  allega- 
tion agalnat  a recruiter  would  ba  required.  Tha  dlacharga  authorltlaa 
than  would  forward  the  foraa,  awom  atataaant,  If  any,  plua  aay  ethar 
partloant  docuaanta  to  tha  Service  Kecrultlng  Coaaumdar  or  Invaatl- 
gatory  authority.  There  would  ba  aona  added  burden  In  adalnlatratlva 
procaaalng,  but  thla  altamatlva  haa  tha  aaaantlal  advantage  of  pro- 
perly Identifying  alleged  Irragularltlaa  or  aalpractlce  which  currently 
In  aaay  caaaa  ara  Ignored. 
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ALTEIWffCTI  3 isvolvas  th*  iimitigattoD  Into  allatatlsss  tlMB- 
Mlvaa,  ahileh  ara  eurraatly  eonductad  Is  aoiC  caaea  by  tha  racniltlag 
rwinila.  Iftila  aa  lapartial  thttd  party,  tueh  aa  tha  Sarvtea  la- 
rast^tary  agaaey,  alfbt  ba  daairabla,  la  aaay  eaaaa,  racniltara 
ara  tha  Mdy  ailltary  paraeoaal  avatlabla  in  tha  location  ahara  an 
isMotltatlOh  la  r^ulrad.  latardlaaa  of  who  eonductad  tha  Invaatl- 
•atl<»,  thla  altamatlva  aould  placa  (taatar  aiphaala  upon  both 
foraal  and  Infomal  Invaatlgatlona.  Coaaandara  would  appoint  In- 
waatlpatora  who  warn  lapartlal,  u^ajudlead,  and  had  no  praeonealvad 
eonwletloa  aa  to  tha  truth  or  falalty  of  tha  aattara  at  laaua<  Thla 
altamatlwa  alpht  raqulra  Ineraaaad  tlaa  of  aalaetad  paraonnal  within 
tha  raemltlnc  orianltatlon  or  froa  Inraatlpatory  tpanclaa. 
hlCOWIgllDATIOHi  Altamatlva  2 and  3,  which  would  atrcngthan  aalatlng 
aarvlca  ayataaa  for  tha  raportlng,  Invaatlgatlon  and  control  of  allagad 
Irragularltloa  or  aalpraetlea  eaaaa. 

IT.  COIICLDSIOIIS 

Tha  Sarvleaa  hata  aaalgnad  goallty  earaar  paraonnal  to  thalr 
raerultlng  foreaa.  Alaott  all  hava  abova  avaraga  to  auparlor  racorda 
of  prior  aarvlea.  In  addition,  tha  Sarvleaa  hava  eootlnuoualy  attaaptad 
to  li^rova  raerultar  acraanlng  and  training  taehniquaa.  Thara  hava 
bean,  however,  continuing  eaaaa  of  rocrult  procasaing  irrv.ularltlaa. 
notwlthataodlng  caaaandabla  afforta  by  COD  to  allalnaCa  problaaa  which 
tbay  hava  idantlflad.  To  tha  aatant  that  probltaw  atlll  exiat,  tha 
"'ataff  ballavea  that  erltlciaa  ahould  ba  directed  aalnly  to  waaknaaaaa 
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la  tba  "ijrataa"  aad  asaeclatad  pellclaa,  rathar  chan  focuala(  on 
racrultara  thaaaalvaa.  Tha  objactlva  auat  ba  to  allalnata  procaduraa 
and  pxaaauraa  nhleh  laad  to  arrora,  quaattooabla  judgaanta  and  othar 
altuatlona  nhleh  proapt  allagatlona  of  racrultlng  nalpractlca.  Many 
of  thaaa  procaduraa  and  praaauraa  ataa  froa  broadar  problaaa  and  laauaa 
la  tha  dafanaa  aanponar  araa.  Othara  can  ba  eatagorliad  aelaly  within 
tha  narrownr  laaua  of  racrult  proeaaalng  lrra|ularltlaa, 

V.  sonmt  or  ucoMgwiAiioiig 

Tha  ataff  raeotnliaa  that  eonaldarabla  affort  baa  baaa  nada  by 
OSD  and  tha  Sarvleaa  to  raduca  racrultlng  Irragularltlaa  and  nalpractlca. 
Altamatlvaa  ara  awallabla  to  pamlt  continued  novanant  toward  Inprova- 
aant.  Tha  ataff  racoManda  that  aa  nearly  aa  poaalbla,  an  inprovad  atand- 
ard  "ayatan”  for  reducing  and  controlling  praaauraa  on  recrultnent  ba 
Identified  aa  objecrlvaa  for  tha  nanaganant  of  recruiting  prograna 
orar  tha  next  decade.  While  tha  Sarvleaa  have  takan  nany  cownandabla 
actlona  which  hava  raducad  Irragularltlaa  In  tha  recruiting  procaaa, 
there  la  no  aaauranea  that  thaaa  poaltlva  ehangaa  will  ranaln  In  affact 
under  dlffarant  nanpowar  aupply-dmand  aquatlona.  Accordingly,  tha  DMC 
ataff  ballavaa  It  eaaantlal  that  flea  policy  prlnclplaa  ba  aatabllahad 
ao  “hat  In  future  yaara  proeaaalng  Irragularltlaa  ana  nalpractleaa 
can  ba  ellalnatad  or  kept  to  an  aceaptabla  nlnlaua  level,  ragardlaaa 
of  tha  praaauraa  and  dananda  upon  the  Sarvleaa  racrultlng  forcaa. 

Tha  key  prlnclplaa  which  tha  INC  ataff  racoananda  aa  guldallnaa  for 
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anroum;  r«erultta(  proizMs  ov«t  tha  X»7«-l}85  parloti  (mawrp  of 
•poettte  zaeoMondatlona  soda  ia  aarllar  papaa)  fall  laco  tao  najor 
eatafortaa: 

A.  lacpaainrlatleaa  lavolvlo(  problaaa  aod  iaauaa  la  tha  bzoadar 
araaa  of  dafaaaa  aaapoaar  (a.g. , raqulraMats.  ceatiag  aad  aaltataant 
atu^rdai  utlltaatloo,  eoapaeaatlon,  aaaagaaaat  of  racrulelag,  ate.)> 
Miila  gaiaaoa  to  thla  losuo,  tbay  vlll  raqulra  additional  eonaidara- 
tioB  ultMa  lha  coataxt  of  broadar  problaaa. 

•,  laeoaBandationa  lavolvlag  liaitad  actloaa  eoafiaad  to  tha 
raczttltiag  proeaaatag  Irragularltlaa  laaua. 

A.  BKOAPER  ims 

1.  That  aecaaaiea  raquiraaanta  ba  dafiaad  In  tataa  of 
ralatlvalp  coaataat  aad  broad  qualltatlva  naaauraa  tbat 
ara  aceaptabla  aad  caa  ba  affectivalp  utllliad,  rathar 
than  aaxlaltlag  quality  ulthla  «hat  tha  aarkat  «111  baar. 

2.  Tbat  and  atrangth  and  aaaoelatad  dollara  ba  da-anphaaliod, 
at  laaat  to  tha  aatant  that  thap  lapaet  on  tha  quota  of 
voluntaara,  uhieh  Sarvlcat  praaaatlp  parealva  auat  bo 
racruifad  during  tlUt  laat  aonth  of  tha  flaeal  paar  to 
avoid  eota  la  future  raquaata. 

3.  That  quota  apatcaa  ba  uaed  ublch  battar  aquallta  preiaura 
on  racniltara  bp  conaldaring  local  aarkat  and  nanageaent 
varlablea.  Fluid  atnagara  ahould  aetlvalp  participate  la 
the  quota  foraulatlon  proceae. 

A.  That  recruitere  be  aeaeured  and  rewarded  on  the  baaia 

of  "net  affactlveneaa,"  with  credlta  for  quality  recruita 
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and  l«n(th«  ot'  anllataantia  and  dablta  for  racrult 


loaaaa  and  poor  parfoiBasca,  aad  with  rawarda  to 
Ineluda  pap  for  proflclancy  rathar  thaa  tanira. 

5.  That  tha  raerultlnt  proprau  utlllia  a ainfla  taat  for 
all  allltarp  accaaalona . 

6.  That  tha  taat  ba  adafnlatarad  for  Actlva  paraonnal, 
laaat-vaa  and  Cuardaaan  by  joint  Sarvica  taatlng  taaaa, 
eivlllana,  or  contractor  paraonnal  at  Ams. 

7.  That  all  Sarvlcaa  conduct  ragular  ra-taatlng  prograa«  at 
racrult  training  facllltlaa  In  ordar  to  walldata  tha 
rallablllty  of  currant  taata  and  procaduraa. 

8.  That  Sarvica  aducatlon  raqulraaanta  for  accaaalona  ba 
axpraaaad  only  in  tama  of  dlplona  high  achool  graduataa, 
not  Including  CED’a. 

9.  That  DOD  aatabllah  and  aalntaln  a unlfom  policy  on  dlt- 
guallflcatlon  ^or  drug  uaaga. 

10.  That  000  aatabllah  and  aalntaln  unlfom  alnlaua  atandarda 
and  Intarpratatlon  of  aoral/pollca  dlaquallflcatlona. 

B.  NARROWER  (Llaltad  to  racrult  procaaalng  Irragularltlaa) : 

1.  That  acraablad  varalona  of  tha  taat  ba  utlllxad,  and  tha 
taat  fomat  ba  changad  at  ragular  Intarvala  . 

2.  That  taat-takara  ba  raqulrad  to  fumlah  poaltlva  Idantl- 
flcatlon  and  a cantral  record  of  taataaa  ba  nalntalnad  . 

3.  That  racrultara  continue  to  obtain  written  verification  of 


high  school  graduations  and  Insure  plsceaent  In  recruit 


4.  fiMt  potratlal  racrult*  b«  rtqulrad  to  furalab  eo&plmtm 
•ad  deeuMBtcd  Mdlcal  hiatory,  vslldatai  by  yarmta  ar  a 
yhyalelaa. 

5.  That  potaatial  raerulta  ba  raqultad  to  aubalt  amra  atata- 
aaeta  rctardlac  drug  uaaga  and  pollca  raeorda. 

b.  That  raeruitara  ba  ra^utrad  to  furoiab  a yataattal  raerutt 
vlth  a wrtttan  ehack-llat  of  all  aallataaat  oytlaac  tor 
ableh  tha  raerult  gualtflaa. 

7.  That  raeruitara  ba  ragulrad  to  anplata  and  eartlfy  tha 
aiplaoatioa  of  baaie  or  taehaieal  training  fallura  or 
ehangaa  in  Sarrlea  ahlil  ragulruwta. 

8.  That  potantlal  raerulta  ba  raqulrad  to  delay  algnlng  an- 

» 

llataant  eontraeta  for  at  laaat  24  houra  aftar  praaentatlon 
of  aaliataant  optlona, 

f.  That  all  Sarvlca  advartlalng  ba  ravlavad  by  a apaclal  joint 
Sarrleaa  or  ci*lllan  panal  for  tha  purpoaa  of  Inaurlng  tha 
abaanca  of  alalaadlng  Infomatlon, 

10.  That  dialntaraatad  third  partlaa  or  Sarvlea  oabudaaan 
lavaatlgata  and  daelda  contractual  dltfarancaa  batvaan 
raerulta  and  Sarvlcaa, 

11.  That  aa  part  of  ovarall  raerultlng  aanagaaant,  an  laprovad 
control  ayataa  ba  utlllaad  by  all  farvleaa  to  Inaura  Idantl- 
fleatlott,  nandatory  rapertlng,  thorough  and  iapartlal  In- 
yaatlgatlon,  and  corractlva  aetlona  of  Irragularltlaa  In 
ordar  to  datar  or  altalnata  tha  probability  of  racurranca. 
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Aa  dlacuaxd  Mrllar,  th*  Sarvlcc*  haw  taken  actlona  to  adopt 
a ouabar  of  thaaa  prlnclplaa  and  tha  DHC  ataff  ballavaa  that  furthar 
conatructlva  changaa  vlll  taka  placa  ia  coalng  aoatha.  lovawr,  aa 
tha  futura  aaopowar  aupply/daaand  altuatloa  cannot  ba  pradlctad  «ltb 
accuracy,  tha  WC  ataff  aubalta  that  tha  fomallaatloa  of  tha  abovs 
prlnclplaa  for  Sarvlca  racrultlng  prograaa  In  futura  yaart  uould  ba  la 
tha  bant  Intaraata  of  tha  Sarvlcaa  and  tha  Nation. 
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UCCMOmATIOIIg; 


mcOTITg  SOMMAIT 


Hl(hllght*  tha  concarn  which  lad  tha  MC  to  axaBlna  tha 
fonal  acraanln«  procaaa  la  tha  Ataad  Torcaa  to  Idantlfy 
■athoda  for  Incraaalnt  tha  otltetoaef  ot  aalactioa  aad 
aaafgiMant  procadnraa. 


larlaws  tha  aajor  faaturat  of  tha  tradltleaal  sslactlea 
procaaa,  Ita  ralatlonahlp  to  tha  alaaloa  the  Araad 
Foicaa,  and  tha  conaaquancaa  of  l^rfact  atraaalng  — 
attrition  aaong  racrulta  aoalgnad  to  Satwlea  oecupatlona. 


Dlocttaaaa  tha  aaanal  eoota  aaaoelatad  with  attrltloa  la 
OOO  and  hlghllthta  tha  eaoaa  of  laafflelf  too  lahorant 
to  traditional  acraanlng  procadwraa. 

- Salaetlon  taata  hawa  not  haaa  iiitiMd  ta  prawlda  tha 
aoat  accorata  poaalhla  pradletloa  of  parfanaaea  la 
Sarrlca  Joha. 

- Traditional  aalactlon  itaadarda  far  acci^tlona  do 
not  aanra  to  dlttrlhuta  racmlta  aeraaa  Sarrlca 
oecupatlona  with  aarlaw  afflclancp. 

- Tha  Inability  of  tha  Sarrleaa  to  awalaata  acroanlng 
procaduraa  In  tha  paat  haa  praclodad  tha  dawalopatnt 
of  l^rowod  atandarda* 


Traaantr  altamatlwaa  to  aalitlng  aalactioa  taata  and 
aalactlon  atandarda  that  would  Incraaaa  tha  afflelancy 
of  tha  forawl  acraanlng  precaaa. 

• Culdallnaa  for  Inprowlng  Sarrlca  aalactlaa  taata. 

- A apaelfle  aathod  for  araluatlng  tha  aalactlon  procaao 
that  dataradnaa  altaroatlra  atandarda  for  Sarrlca  joha 
according  to  a laaat  coat  approach. 


Tha  Araad  Torcaa  can  algolflcantly  Incraaaa  tha  afflelancy 
of  tha  acraanlng  procaao,  thua  aarlng  aa  aach  aa  $100 
allllon  annually,  by  laprorlng  aalactlaa  taata  and  con- 
ducting a ayataaatlc  araluatlon  of  aalactlon  atandarda. 


Tha  Sarrleaa  ahould  taka  atapa  to; 

- Daralop  battar  aalactlon  taata  according  to  otudy 
guldallnaa. 

- Daralop  altanatlva  atandarda  baaad  on  a eenprahanalra 
araluatlon  of  tha  acraanlng  procaaa  alallar  to  tha  DMC 
analyala . 

B 
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I.  nrntociocTioii 

II.  lACTCKODlO 

Gaoanl  iMturu  of  tho  Soloctlon/Aooltiaoat  froeoM 
SolAOtloo  Stoodardo  and  tha  Military  Mlatloa.  . . . 
Tha  Salaeclog  Staadarda  laaua  ... 

III.  TB  nOtLBt 

SalaetloB  Taata  

Cnttlof  Scoraa 

Major  Maalfaatatlona  of  tha  ProblM 

IT.  ALmMTITES 

laprorlot  Currant  Taata  

Altat.iatlvaa  to  blatlnf  Salactlon  Standardt.  . . . 
T.  coMcuisicms 

TI.  MCOtSHDATIONS 

Arnmn  a 
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1.  nsMDwmcci 

fha  ■•laetlsa  ptoeatm  currntljr  aaplorid  b;  th«  Araad  IbxeM 
^Um  tha  twraltaant  of  oaliataaiic  opplleanu  for  oootgnoont  aersM 
tho  auif  Sorrfco  oceupotlooa  la  uhleh  aav  rocrulta  aro  naadad  aaeh  yamt. 
lhat  aora  tbaa  oaa  oat  of  ovary  four  DOD  aeeaaaloaa  la  lavolaatarlly 
dlaehargad  prior  to  eeaplatlnc  tha  taltlol  aallatoant  tara  glvao  taatl- 
aiaqr  that  tha  potaatlal  aalata  for  alaalfleantly  laB>roirlai  tba  affleiaaey 
of  tba  acraaolat  ptoeaaa. 

Taprnvaaanta  eaa  ba  raallaad  la  too  aayat  Flrat,  aalaetloa  taata 
oaa  ba  radaaliaad  to  provlda  aora  accorata  pradletloa  of  raerult  par- 
foraaoea  la  Sorvlea  aaalfoaoata.  Saeoad,  tba  aalaetloa  atoadarda 
eorraatly  aoployad  by  tba  Sarrlcoa  eoa  bo  jodleloualy  altarod  to  tacraaaa 
tba  afflclancy  vltb  ahleb  appllcaata  ara  aalaetod  for  oceupatloaol 
aaalgiiaanta.  Both  approocbaa  proalaa  to  roduea  laafflclaoclaa  laharoat 
la  tba  oxlatlog  aalaetloa  proeooa. 

la  tbla  atudy  vo  propoaa  a aatbod  for  araluetlag  aalaetloa 
ataodarda  for  occupatlona  that  vould  paralt  tha  DOD  to  roduea  budgat 
axpaadlturaa  aaooelatad  with  flrat-tara  attrltloa  by  approxloataly 
$100  alllloa  aaautlly.  Tha  aatbod  la  llluatratad  la  tha  onalyala  of 
a rapraaaatatlva  aalaetloa  aod  aaalgnaant  probloa  for  four  Amy  oeeu- 
patlona  la  CT73.  gy-pro^jeta  of  the  ayataoetle  avaluatlon  of  aalaetloa 
atoadarda  In  tha  Araad  foreoa  according  to  tba  guldallnaa  davalopad  bare 
aro  to  abow  bow  tba  Sarvleaa  aay  ba  abla  to  auatala  aanpowar  ragulroaonta 
In  tba  face  of  an  abnoraally  aaall  aupply  of  applleanta,  that  occupational 
oalactlon  atandarda  can  and  ahould  ba  adjuatad  according  to  varying 
eondltlona  of  aupply  and  doocnd,  that  baale  onllataant  aalaetloa  atoadarda 
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•hould  not  bn  unnd  for  thin  purponn  but  Inntnnd  nhould  bn  find  nrartlan, 
thnt  nnllntanat  bonunns  nnd  othnr  inducnuntn  to  Incrnnnn  nupplf  cnn  bn 
nvnluntnd  to  dntnrmlnn  thnir  cont-nffnctlvnnnnn,  nod  that  tbn  pnootloo 
of  aoelnl  objnctlvna  in  thn  DOD  (n.g. , nqunl  opportunity  prognoa)  eaa 
bn  nvaluatad  to  ahow  how  thay  cnn  bn  nchlavnd  noat  nfflclnntly- 

n.  unctooKD 

Inllatannt  nnlnction  ntandardn  rnfnr  to  thn  rulan  thn  Sarrlcaa 
naploy  to  nernnn  out  pnopln  bnllnwnd  to  bn  unaultabln  for  nnlittaant 
tram  thn  pool  of  all  pnopla  who  apply  for  anlladiant.  Durli^  tha 
Sttlnetloa  proeaaa,  appllcanta  am  nmninnd  flrat  to  tdantlfy  tha 
aaLHatnant-nllglbla  Indlvlduala.  A ancond  and  aora  tonpllcatad 
aerannlng  la  parfonad  to  anlnct  pnopla  for  occupational  naalganata. 

Many  of  thn  pnopla  allglbln  for  nnllataant  find  thay  am  not  allglbla 
for  aaalgnaant  to  particular  occupatlona.  Occupational  aalactJan  ntandardn 
am  thn  rulaa  tha  Sarvlcaa  a^loy  to  acraan  out  indlvlduala  ballavad 
to  ba  unaultabln  for  aaalgmant  to  apaclfle  occupatlona  tnm  tha  pool 
of  all  anllataant-allglbla  pnopla.  Kxcapt  whan  otharvlaa  quallflad  tha 
tan  "aalactlon  ataodardt"  rafara  to  Sarvlca-lapoaad  rulaa  govaanlng 
tha  aemanlng  of  anllataant-allglbla  pnopla  for  occupational  aaalgaaanta. 

for  aaaa  of  axpoaltlon,  tha  laaua  of  aalactlon  atandarda  vtll 
ganarally  ba  addraaaad  without  mfarrlng  to  a apaclfle  allltaxy  larrlca 
hy  naaa.  Thara  la  auffiCiant  coanonallty  In  tha  uaa  and  lapact  of  aalactlon 
atandarda  acroaa  tha  four  Sarvlcaa  to  do  ao  without  loaa  of  clarity  or 
approprlatacaaa . 

A.  Canaral  Taaturaa  of  tha  Salactlcn/Aaalpinant  Procaaa 

In  flacal  yaar  1971  note  than  960.000  young  nan  and  wenan  appllad 
Cor  anllatnant  to  one  or  nora  of  tha  military  Sarvlcaa.  An  aatlantad 
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24.91  or  ofproslaatoXjr  140,000  applleonts  wro  found  to  bo  IsollgtUo 
for  oeliocaMt  baaod  upon  4xMd  Foteaa  ■antat  aod  phyateal  aaltataast 
salaettoa  atandatda.  Tha  r— alMm  420,000  anllatBaBt-all(lbla  i^lt- 
CMta  Kara  aecaaaad  fuxthar  to  dataralaa  thalr  allclbllltp  for  aaolos- 
Mat  to  apaelfle  Sarrtec  oeeupatloaa.  Actlra  dutp  aallttoaato  totalad 
391,000  Boa^rlor-Sarrlea  paopla  durlof  tha  bom  paar,  ^ 

CoaparlaoB  of  tha  FT74  figuraa  for  aallataant-alislbla  applleaata 
and  BOB-priar-Sanrlca  (DPS}  aeeaoaloaa  Indleataa  that  aoat  of  tha 
aallatMat-alfslblaa,  aoM  90Z  to  tSI,  nara  aoeaptad  for  aallatMat 
and  tubaaquaat  aaai(OMBt  to  oeeupatloaa  for  ahleh  tha  Sarrleaa  datarataad 
chap  aara  alt(lbla.  Tha  othar  SX  to  lOt  vara  aot  aallatad  tor  aap  one 
of  aavaral  raaaoaa,  aaom  thaa  (1)  ao  liadlata  opealaga  aalatad  for 
thM  la  aap  of  tha  jobo  for  ahleh  tha  axlaclnc  talactioa  atandarda  aado 
thM  allflbla,  aad  (2)  thap  ehoaa  to  rafuaa  tha  aallatMat  offer  after 
laaralag  that  aalactloa  ataadarda  aado  thM  lBoll|lbla  for  aatlfOMat  to 
tha  oeeupatlona  thap  prafarrad. 

laeh  of  tha  391,000  aceaaalona  aaa  adalalatarad  paacll-and*papar 
tMta  to  dataralaa  ladlrldual  aptltndaa  la  eartala  broad  eatagorlaa  of 
vork,  a.g.,  adainlatratlva,  aloctroale  aod  Mchanlcal  klada  of  vork. 

The  rarloua  broad  aptltudea  a paraoa  poaaataaa  are  aaaturad  at  nuaarlcal 
teat  acorat.  Tha  people  vho  achlava  high  aeorta  on  taaca  adalniatarad 
bp  tha  Sarvleaa  ara  aaauaad  to  poaaaaa  ralatlvelp  atrong  aptltudea  for 
laarnlag  and  parforalng  corraapondlng  tppea  of  vork. 

Sarvica  oeeupatlona  ara  grouped  aceordlng  to  tha  tppa  or  tppaa  of 
aptitude  thought  to  be  aaaantlal  for  aatlafacCerp  job  parfocaance. 
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Tha  Mlactlon  ataadard*  for  oeeupatloaa  raqulrlns  a alallar  aptltuda 
ara  aapraaaad  ta  tanaa  of  ain1»M  accaptabla  maarleal  acoraa  oUch 
■aat  ba  attalaad  oa  cha  ralaraat  aptltuda  taat.  Tba  blfhaat  aalactloa 
atandard  (a  aarp  blch  taat  aeora  aatabllabad  aa  tha  alnlaiai  aecaptabla 
aeera)  ta  aoraallp  raaaraad  for  thoaa  eceopatloaa  la  tha  group  eoaaldarad 
to  raqulra  a eoaparatlaaly  High  dagraa  of  tha  ralauaat  aptltuda  for 
porfetalag  tha  Job  aatlafaetartlp.  Laaa  raatrletlva  aalactloa  atandarda 
(a  loaar  atalawa  aecaptabla  taat  aeara)  ara  raaaruad  for  oeeupattoaa 
daaaadfng  tha  aaaaatlal  aptltuda  la  laaaar  dagraa. 

Tha  taat  acoraa  attalaa>!  bp  tba  PT74  aallataaa  aaablad  tha  tarrlcaa 
to  aualoata  aaeta  ladlrldual'a  allglbllltp  for  tha  full  raaga  of  tarulca 
oeeupatloaa.  luarp  ladluldual  waa  offarad  tha  opportualtp  to  aallat  In 
tha  Sarrlea  aubjaet  to  hla  or  har  allglbllltp  for  aaalgaaaat  to  at  laaat 
oaa  oeeopatloB  la  uhleh  a raqulraaaat  (uacaaep)  uaa  projaetad. 

Proa  tha  vlaupolot  of  tha  Sarulca,  raerultara  attracted,  taatad  and 
elaaalflad  aaap  appllcaata,  thua  aaabllag  than  to  aalact  aaough  poopla 
for  aallataaat  and  Jab  aaalganaet  to  fill  tha  raqulalta  quota  (a  apaclfle 
mabar  of  uaeanelaa)  aalatlag  la  aach  of  cha  aasp  dlffaraat  klnda  of  larrlea 
oeeupatloaa.  Tha  aalactloa  and  aaalgtaMnt  procaaa  la  aoaa  Item  thla  par- 
apoetlTO  aa  tha  aetlultp  la  uhleh  aaap  dlffaraat  occupatleaa  ceaipato  alaul* 
taaaoualp  for  a llaltod  nuaber  of  ouallabla  poopla.  SalacClon  atandarda 
dataralna  how  raerultara  ehooao  anoog  varloualp  quallflad  appllcaata  for 
aaUataoBC  to  fill  Toconclaa  1a  Joba  uhleh  raqulra  uarplng  dagraoa  oad  klnda 
of  abllltlaa. 
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s.  aitaUsa.  Stitriirii  »nd  tin  MUttair  MlJiioa 

SuTlea  Mnp«Mr  raqulrMant*  fon  tb*  bMla  let  datanialaf  tba 
auabura  of  ap^lieaato  «bo  ouat  ba  aalaetod  for  oollataaat  aad  oaaltTaiit 
to  oaeh  oeeupotioo  dnrli^  tba  eoorao  of  o r**t.  lroa4  osttooot  aoearitf 
objacrtvoa  ora  aaauMd  to  dletata  the  typao  and  datraaa  of  allitar;  eapa- 
Ulltlaa  aach  Saralca  aalatalna  aror  tlaa.  Thaaa  eapabtlltlaa  ara  traaa- 
batad  lota  raqulraaasta  for  both  atopavar  and  hardaara.  As  oaaraU  asn> 
poMor  raqulrasant  raflaeta  tba  nuabara  of  paepla  attb  dtffaraat  akiUa 
that  tba  Sarrlea  auat  aaplop  to  aaintata  a raqaialta  rasga  of  atlitarp 
eapabUitlaa.  la  aaeb  Sarrlea  oeeupatloa  thara  la  aoaa  atnla«  laaibar  of 
fullp-^oallflad,  rallabla  paopla  oho  aoat  ba  arailabla  at  all  tlaaa  to 
provlda  tbair  afcllla  la  eaaa  of  national  aaartancp  or  allltarp  aaeaaaltp. 
faraannal  tumorar  In  aaeb  occupation  la  eontlnuoua,  and  tba  noraal  pro- 
Jactad  loaaaa  of  aklllad  paepla  eraata  tba  vacanelaa  which  drlra  tba  racroit- 
aant  of  aav  paopla. 

for  asMipla,  If  tba  alnlma  raqulrad  na^r  of  torpadosan  la  100,  and 
23  of  tba  100  full7-4uallfiad,  rallabla  torpadoaon  on  aetlva  duty  today  ara 
projcctad  to  laara  tba  Sarvlca  aaat  yaar,  than  aufflclant  nuabara  of  oa* 
paopla  auat  ba  raerultad  la  tba  eorran^  year  to  fill  tba  anticipated  racaaclaa. 
Tba  rac|oltaant  of  nao  torpadeaan  auat  ba(ln  early  to  prorlda  aafflclaot 

f ' 

tlaa  far  tba  baalc  allltary  tralnlnf  and  advancad  occupational  tralninp 
naaded  to  prepara  tba  new  people  for  tba  job.  Kacroitaaot  and  tralnlnf 
acbadulaa  are  derlaad  ao  that  nealytralnad  torpadoaon  will  ba  dallrarad 
to  tba  Job  at  tba  aaaa  tlaa  tba  racanclea  actually  occur. 
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Th«  quastlon  of  hov  May  rppllcanc*  to  rocnilt  for  th*  Corpodoua 
oeeupatlon  alMya  orlMo  b«c*ua«  ai^orlonc*  ha*  ahoim  that  aany  of  tha 
anllataaBt-allllbl*  applleaot*  ar*  not  Mll-aultad  to  th*  daaandlac  work 
aaaoelatad  vlth  thl*  joh  for  aay  of  a luahar  of  raaaona,  mtoae  thaa  (1)  tha 
lack  of  a earuln  aaaaatlal  aptitude  (».g.,  aachaalcal  ability),  and  (2) 
payehologlcal  raaaona.  Ibua,  If  25  appllcanta  ara  randonly  aalaetad  for 
anllataant  and  aaalgnnant  to  tha  oeeupatlon,  parhapa  only  10  will  aettMlly 
aneeaad  In  training  and  aubaoguantly  parfom  aatlafaetorlly  on  th*  job. 

In  th*  abaanea  of  a job-*p«clfle  aalaetlon  atandard,  th*  eorraapondlng 
ratantlon  tat*  of  40X  (10  out  of  25)  naan*  that  63  paopla  nnat  b*  raemltad, 

If  aalaetad  randonly.  In  order  to  Inaur*  that  25  able  and  randy  torpadonan 
will  b*  arallabl*  at  tha  tin*  they  ar*  naadad.  Th*  ua*  of  a aalaetlon  atandard 
dlaquallfla*  froa  Initial  aaalgnnant  eonaldaratlon  nany  of  tha  appllcanta 
poaaaaalng  llttl*  aptltuda  for  learning  th*  Job  akllla  taught  la  th*  torpadonan 
training  prog^an.  In  practical  tama,  tha  Identification  of  ralatlwaly  high 
aptltuda  applicant*  aakaa  It  poaalbl*  laataad  to  anllat  and  aaalgn  aa  faw  aa 
40  people  to  tha  occupation.  Hlthln  thl*  group,  only  15  nay  b*  aapactad  to 
pro**  unaultabla,  with  25  ranatnlng  (a  622  ratantlon  rata)  to  fully  aatlafy 
nant  yaar'a  raqulranant*  for  naw  fully-quallflad  and  rallabl*  torpadonan. 

Salaetlon  atandard*  oparat*  In  th*  nannar  llluatratad  abo*o  for  each 
of  tha  hundrad*  of  oecupatlona  which  eontlnuoualy  raqulr*  tha  ant*^  of  naw 
paopla.  Selection  atandard*  parnlt  th*  Sorrlc*  to  fill  all  occupational 
*acanel*a  projected  for  tha  future  by  racrultlng  fawar  paopla  orerall  than 
would  b*  nacaaaary  If  no  aalaetlon  atandard*  war*  aaployad.  Th*  axpanaa 
aaaoelatad  with  th*  anllataant  of  naw  paopla  dacllnaa  directly  In  proportion 
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ts  xadmtimm  la  tha  maibara  of  ?aopla  «bo  auat  ba  aceataed.  Tharafoca, 
tha  saa  »t  aalacelae  ataadaida  tadocaa  tba  eoata  aaaoeiatad  »ltb  coatlmoual; 
aalataii^S  elM  alnlw  aoabaxa  of  aklUad  pavaoaaal  ra^ulrad  ia  aaeh  oceupa- 
ttoB,  Mid  la  tha  fgica  evarall.  Tbajr  aaxaa  tba  putpoaa  of  anabltac  tba 
fatviea  te  aaat  aatioaal  aaeurltp  coaBltateta  at  a radoead  coat. 

C.  Rm  Salaetl»«  RtMnA.TA,  T.«.. 

Saxlaf  tba  gaTklap  boura  of  a tppleal  aaabejp  la  7T74,  bataaaa  2,000 
aad  3,000  pooat  paopla  aatarad  tba  raeraltlai  offleaa  of  tba  Araad  Toreaa, 

y 

laeatad  la  toaaa  aad  eltlaa  tbroatfiout  tha  batloa,  to  apply  for  anllataaBt. 
lafataad  of  tba  broad  opportiaiitlaa  aaallabla  to  tbaa,  aach  applleaat 
atraad  to  taka  ona  or  aora  Sarvle«  taata  to  aatabllah  baalc  aallataaat  allgl- 
blllty  and  alao  to  dataralna  hla  (or  bar)  allalbllity  for  aaalanaent  to  'any 
ona  of  tha  aaay  dlffaraat  oceupatlona  la  ahleh  Taeanelaa  aara  projectad. 

Tory  fav  applleaata  fomd  tbay  vara  allgibla  for  aaalgiaant  to  all  poatlbla 
oceupatlona.  Hoot  dlaeorarad  that  tha  range  of  thalr  job  cholcaa  «aa 
Ualtad  to  a graatar  or  laaaar  axtent  depandlag  upon  tba  aptitude  teat 
aeoraa  tbay  achtarad.  During  tha  typical  day,  adlltary  racrultara  enlisted 
1,600  applleanta,  and  occupational  aalaetlen  atandarda  guldad  tha  distrib- 
ution of  tha  new  anllataaa  acroaa  tha  aany  oceupatlona  coapatlng  for  high 
eallbar  people.'^ 

Hara  any  paopla  aaalgnad  to  tha  "wrong"  oceupatlona,  and  if  ao,  would 
a dlffarant  oat  of  aalaction  atandarda  hava  reduced  the  extant  of  aal- 
aaalgMMnt?  Fron  tha  vlcwpolnta  of  both  tha  Service  and  tha  Individual,  tha 
"wrong"  Job  Ineludaa  any  of  tha  oceupatlona  In  which  tha  Individual  will 


\ 


parfom  uMatlafaetorllr  If  M aa*l«ii4d.  11m  of  oaao  pooplo 

to  tbo  oronc  Jobo  ovldonclp  occoro  In  tho  Anod  Foreoo  today,  aa  ladleatad 

by  rocoBt  attrition  rataa  for  tho  DOD.  It  la  aatlaatad  that  ooa  out  of 

ovary  four  anllataaa  wlU  bo  dlachartad  froa  cha  Sorrlea  prior  to  coo- 

U 

plotlnp  tho  Initial  actlva  duty  oblltatlon.  Whlla  not  all  dlacharsao 
ara  tha  raault  of  aaolgnlng  pooplo  to  tha  vrong  Jobt,  It  alll  ba  ahoon  that 
ovarall  attrition  can  ba  raduead  by  altarlng  tha  aalactlon  ataodarda  ahleh 
gulda  occupational  aaalgnaanta. 

nt.  m PKnuM 

Tha  aggragata  profUa  of  racrult  ratantlon  and  attrition  ovar  tlaa 
raflacta  tha  afflclancy  with  uhlch  Sarrlca  aeraonlnj  procaduraa  gulda  tha 
dlatrlbutlon  of  paopla  acroaa  Sarvlra  occupatlona  to  at’italn  nanpowar 
raqulraaanta  In  aaeh  job.  laeant  dlacharga  aratlatlca  for  tha  DOD  ahov 
that  aora  than  IS  out  of  arary  100  racrulta  ara  Involuntarily  ulachargad 
(attrlta)  prior  to  eoaplatlng  tha  Initial  anllataant  tan.  Tha  avaraga 
coat  par  attrition,  f7,fSd,  la  tha  aaount  that  a racrult  typically  aceruaa 
In  aalary  payaanta  prior  to  being  diaeharpad  Involuntarily.  In  TT75, 

401.000  appllcanta  vara  aalaetad  for  onllatMnt  and  aaalgnaant  to  Sarvlea 
occupatlona  acroaa  tha  DOD.  If  tha  hlatorleal  pattarn  of  attrition  pravalla, 

343.000  or  74. 3X  of  tbo  original  accaaalona  total  *111  autvlva  (will  raaaln 
to  conplata  tha  Initial  tan  of  anllataant),  and  118,000  or  23. 7X  of  tha 
total  *111  ba  Involuntarily  dlachargad.^ 


H*  cons«rv>ttvely  •■tlaat*  tlw  total  coat  aaaociatad  with  tha  anliat- 
MSt  0(^118,000  paopla  iriw  ara  tapactad  to  attrita  at  (907,184,000,  a fl^ta 

‘ y 

tliat  tacludaa  only  dlract  aalary  paynanta.  A alailar  conputatlsn  aada  (ot 
tha  343,000  acceaalona  In  IT7S  axpactad  to  aurvlva  through  tha  (irat  tan 
ahoHO  that  a total  of  $7,278,460,000  vlll  ha  paid  to  than  by  tha  and  of  thalr 
obligation.  Out  of  a groaa  payroll  axpandltura  of  $8,1  billion  that  «111 
aoaatually  accrua  to  tha  461,000  paople  anllatlng  In  ?Y7S,  aoaa  11.12  of 
tha  total  Kill  ba  paid  to  paopla  aho  muld  not  hava  baan  parnlttad  to  anllat 
If  arrorlaaa  aalactlon  and  aaalgnaant  had  baan  paaalblo.  Tha  $907  nlllton 
apaclflcally  aaaociatad  with  attrition  la  tha  ataggaring  prlea  tha  DGO  paya 
for  no  apparent  benefit  In  return.  Squally  dlaoaylng,  thla  will  ba  a ra- 
currlng  coat  aa  many  hundrada  of  thouaanda  of  paopla  are  anllated  each  yaar 
in  tha  future. 

In  ganaral,  Inafflclanclaa  la  tha  aalactlon  procaaa  can  ba  addraaaad 
froa  two  perepaetlvaa.  Flrat,  Sarwlca  aalactlon  taata  do  not  afford  tha 
waana  (or  dlaerlalnatlng  batwaan  potential  aurrlvora  and  (alluraa  la  each 
job  aa  aecurataly  aa  la  poaalbla.  Second,  tha  axlatlng  aalactlon  ataadarda 
are  not  dealgnad  to  dlatrlbuta  racrulta  acroaa  occupatlona  la  a nannai' 
that  Bialalaea  attrition  or  the  eoata  of  attrition  overall.  Aa  a conaaquance, 
attrition  aaong  flrat-tara  anllated  peraonnal  today  oecura  on  a auch  larger 
acala  than  would  obtain  with  laprovad  aalactlon  taata  and  a aora  efficient 
eat  of  aalactlon  atandarda.  loth  aapaeta  of  tha  problaa  are  dlaeuaaad  at 
length  In  another  atudy  prepared  by  the  IMC  etaff.*  The  aajor  polnta  ara 
prcaantad  below,  followed  by  a dlacuaalon  of  tha  practical  wanlfaatatlona 
of  an  Inefficient  aalactlon  and  aaalgnwent  procaaa. 


* See  the  DMC  ataff  atudy,  "A  General  Critique  of  the  Recruit  Screening 
Froccaa  In  the  Amed  Forcea"  by  Jama  W.  Abellera. 
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P*ncll-and-p<p«r  c««t«  h«v«  b*m>  an  Intagral  part  of  tha  Sarrlcaa' 
foraal  aalaetlon  procaaa  for  aora  chaa  flftp  yaart.  tallataant  appllcaata 
today  ara  uaually  ragulred  to  taka  a battary  of  taata  that  aaabl^  racrultara 
to  dataraloa  a paraon’a  allglblllty  for  aaalgnaant  to  aach  of  tha  aany 
dlffarant  Sarvlea  occupatlona.  Thaaa  ara  callad  aptltuda  taata  hacauaa 
thay  ara  aald  to  dlacrlaloata  aaoeg  paopla  «ho  ara  andoKad  la  varying  dagraa 
with  partloular  work-ralatad  abllltlaa.  Tha  ratlonala  for  aalng  aptltuda 
taat  aeoraa  aa  tha  baala  for  dateralolng  aaalgnaant  allglblllty  In  that  paopla 
who  poaaaaa  an  aptltuda  for  laamlng  and  applying  a particular  nklll  ara 
llkaly  to  parfom  aatlafactorlly  In  Joba  that  raqulra  tha  aklll. 

Tha  cowpllcatad  procaaa  by  which  aptltuda  taata  ara  davalopad  In  tha 
Amad  Porcaa  cannot  ba  aaally  coaprahandad  by  tha  non-tachnleal  laynan. 

A ravlaw  of  thla  procaaa  ravaala,  howavar,  that  convantlonal  aptltuda  taata 
hava  baan  carafitlly  daalgnad  to  pradlct  tha  acora  which  aach  paraon  la 
capabla  of  achlavlng  In  foraal  training  for  Sarvlea  occupatlona.  Tha  . 
tratolag  acora  la  la  largo  part  tha  coapoalta  of  taat  acorta  tha  atudant* 
raerult  attaint  on  aultlplt-cholca  typa  axaalnatlona  adnlnlatarad  In  job 
training  prograaa.  Training  aeoraa  hava  baan  nada  tha  crltarlon  that  aptl- 
tuda taata  art  praaantly  daalgnad  to  pradlct. 

Tha  flaw  In  thla  approach  la  that  tha  Sarvlcaa  naad  taata  that  will 
aecurataly  pradlct  aurvlval,  aatlafactory  parfomanca  throughout  tha  full 
courat  of  tha  job.  Tat  today'a  taata  nay  not  parforw  thla  function  In 
tha  noat  affactlva  nannar  potalbla  Inaofar  at  parfomanca  in  tha  claaaroon 


•Bvlnaarat  of  • blgbljr-acrueturod  craialng  prograa  la  not  tha  aaaa  aa 
parfoiaaaea  os  tha  Job.  Ibla  la  elaarlp  avldancad  bp  tha  pattat^of  In- 
aslMtatp  diaehaigaa  aaong  naw  racrulta.  Of  tha  2S.7f  of  all  aeeaaaloaa 
irt»  attrtta  prior  to  eoaiplatlng  tha  Initial  tan  of  anllataast,  IS.Ol  ara 
dlachargad  Is  tha  field  after  eoaalatlna  tralnloa  auecaaafallr.  vhlla  onlp 
1,1%  are  dlachargad  aaillar  while  engaged  in  fonal  training  prograaa. 

Ip  uaing  training  acoraa  rather  than  job  autvlval  aa  the  eritarlon  for 
davaloplng  taata,  tha  reaultlng  teata  naaaura  what  la  ralawant  and  Iwportant 
for  training  aueeaaa  but  not  oaeaaaarllp  for  aatlafaetorp  parforoanca  on  tha 
Job.  Pot  eaaavla,  aalactloo  testa  give  little  weight  to  applicant  ■otlwatlooa 
and  Intarasta.  because  parfornsnca  in  tha  training  anwlronoant  la  largalp  a 
function  of  Innate  aptltuda.  Hoo-aptltudlnal  factors  often  plap  a greater 
role  on  the  Job  than  la  tha  training  anvlronent;  thus,  conventional  teata 
■ap  predict  training  succssa  fairlp  wnll  but  not  Job  survival. 

Institutional  aaphaala  on  the  accuvate  prodlctloa  of  perfomance  la 
tralolng  has  la  part  bean  the  result  of  Congraaalonal  prsssurea  to  alnlalta 
dM  coats  of  fomal  training  la  tha  Amad  Forces.  Tha  allitsrp  psraonnal 
raasarch  eonaunltp  eoneantvatad  tbslr  efforts  over  tins  on  tha  prediction  of 
training  parfomaaca  in  response  to  these  presaurea  and  also  because  far 
greater  success  was  achieved  in  tha  nsasuranent  of  Job-ralatad  aptitude  than 
Job-ralatad  aotlvatlons  and  attltudaa.  The  anphasla  waa  fotanllp  nanifeatad 
in  the  choice  of  traloinn  perfomance  aa  the  prediction  criterion  for 
designing  teats.  Frogreaalvalp  batter  aptltuda  testa  were  developed 
resulting  In  reduced  attrition  In  Service  training  prograna. 


»■'  -o 
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At  th«  tlM,  othar  raaMrcb  wu  conductad  to  aaaluata  tha  ralavanca 
of  occupational  training  to  tha  actual  daaanda  of  the  Joh.  Job  talk 
analjraia,  tha  aoat  widely  known  tod  certainly  anonf  tha  Boat  affactiwa  of 
tha  varimia  taehnlquaa  uiad  by  raaaarchara,  pointed  tha  way  for  the  ayetaaatlc 
araluatlon  of  individual  job  training  prograaa.  Thaia  afforti  have  culalnatad 
la  tha  raatrueturlng  of  tha  training  progrMt  thaaaalvaa  to  an  to  provlda  new 
curricula  and  aodaa  of  laatruetlon  that  will  aaka  training  daaindt  aora 
rapraaeatativa  of  tha  real  daaaada  oa  tha  job,  auggaatlng  that  aarllar 
aaaauraa  of  training  parfomaaca  wnra  not  Idaal  or  aacaaaarlly  adaquata  ataauraa 
of  job  parforaaaea.* 

la  tha  traditional  lehaaa,  taat  raaaarchara  aaiuaad  tha  raaponalbility 
for  daaigalng  taatt  to  predict  training  auccaaa,  but  net  job  aurwlval. 

Training  raaaarchara  aaiuaad  Che  raaponalbility  for  Incraaalng  tha  ralavanca 
of  training  to  job  parforaanca,  but  not  tha  ralavint  daaign  of  aalaccion 
taata.  Tha  evolution  of  aagaentad  raaponalbility  batwaaa  tha  two  typaa  of 
raaaarch  unforcunacaly  precluded  auatalnad  afforti  to  daaign  aalaccion  taata 
to  predict  aurvlvil  throughout  the  aaliitaant  tarn  in  ladlvldual  occupatlona. 

Ironically,  tha  graacaat  payoff  Co  ualng  a job  aurvlvil  taat  crltarlon 
could  wall  11a  la  tha  detection  of  flam  la  training  prograaa.  Ai  ipoclflc 
applicant  attrlbutaa  can  ba  idantiflad  that  ganarilly  contrlbuta  Co 
•uccaaaful  parformnea  in  training  for  a particular  occupation  but  failure 


a It  li  uaeful  to  conaldar  what  tha  future  portandi  ii  training  li 
aada  ilgnlflcantly  aora  relevant  to  parforaanca  on  the  job.  It  ii 
likely  that  training  icorei  will  oventuilly  naaaure  non-ipticudlnal 
charactarlitici  to  a greater  extent  chan  they  do  today.  Selection 
taata  keyed  to  training  icorie  will  therefore  require  nodificatlon 
in  order  Co  niintiln  a reeeonabla  degree  of  accuracy  in  predicting 
training  parforaanca,  iaplylng  g.-aater  aaphaala  on  non-aptlcudlnal 
factora. 
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OB  tiM  Jc^,  ruurchen  can  draw  aanagamnc  atcantlss  ts  faatucaa  of  tha 
tcalalag  prograa  thac  can  ba  atrangchanad  to  affaet  gzaatac  aecuraejf  la 
studant  aeranlag.  Slalla.-lf,  applicant  attrlbutaa  ahinm  to  contrtbota 
ftaqaantlp  to  tralaint  falluca  but  raralp  to  fallura  on  tha  Job  «1U  ladlcata 
aaetbat  tjrpa  of  flaw  In  tha  training  prograa,  i.a.,  an  unnacaaaaTlljr  difficult 
or  irralavant  altuMnt  of  tha  training  currlculia. 

Congraaalonal  coneam  oaar  tha  eoata  of  fonal  training  la  tha  nllitarp 
la  only  ana  facat  of  tha  broadar  fadaral  concam  about  tha  groiring  eoata  of 
■llitary  aanpoaor  la  ganaral.  Moiiap  oconoadaa  raaulting  fron  laproaaaaata 
la  tha  prodletlon  of  training  aueeaaa  will  not  ba  parauaalva  if  najor  eoata 
ara  naralp  ahlftad  fron  tha  training  anvlronaaat  to  tha  poat-trainlng  phaaa 
of  tha  anllataant  tarn  ahara  tha  bulk  of  attrition  oeeura,  tha  eonaaguaaea 
of  aeraanlng  applieanta  for  training  aueeaaa  but  not  for  Job  aurriual.  In 
tha  contaxt  of  futura  budgatarp  praaauraa,  it  nap  vail  baeona  nacaaaarp  for 
aach  Sarvlca  to  daaonatrata  that  tha  foraal  aeraanlng  proeaaa  oparataa  to 
taat,  aalact,  and  aaalgn  Indlvlduala  in  a uannar  that  ninlnltaa  tha  total 
eoata  of  ualntalnlng  tha  mabara  of  flrat-tam  poopla  raautrad  In  >11  oceunatlena 
to  aupport  tha  dafanaa  nlaalon.  Tha  nlnlatltatlon  of  training  axpandituraa 
alona  nap  no  longer  ba  an  adaquata  objactlva  for  salactlon  teat  raaaarch 
and  davelopnant. 

b.  Cutting  Scoraa 

An  anllataant  aalactlon  atandard  la  ganarallp  axpraaaad  aa  a coablnatlon 
of  varioua  naaauraa  auch  aa  aona  alnlaua  laval  of  educational  aehlevaaeat 
and/or  AFtJT  ecora.  An  occupational  aaleccion  atandard  la  often  called  . 
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cutting  scorn,  thn  nlnlnua  tcorn  thnt  an  applicant  aust  attain  on  a parti- 
cular aptltula  tast  la  ordar  to  ba  consldarad  allglbla  for  aiaigiuiint 
to  an  occupation.  lach  of  tha  Sarrlcaa  changas  Iti  raspactlva  anllst- 
■ant  standards  froa  tlaa  to  tlaa  In  ordar  to  Inaora  that  oalp  appli- 
cants of  tha  hlghast  callbar  auallabla  am  accaptad  for  anllstaant.  Inllstaant 
standards  am  ralsad  whan  thara  la  an  abuadanea  of  appllcaata  and  lonarsd 
whan  tha  supply  falls  short  of  daaand.  In  contrast,  occwpatlaaal 
salaetlon  standards  am  hardly  awar  changad.  Tha  affaet  of  varying  an- 
llataant  standards  whlla  holding  talactlon  standards  for  jobs  eanatsnt 
has  baan  to  Incraasa  tha  awaraga  aptltuda  tast  acorn  of  raemlts  abewo 
tha  cutting  scorns  for  noat  occupations  whan  anllstnaot  standards  wnm 
ralsad,  and  to  lowar  awaraga  meruit  aptltuda  In  aost  occupations  to  tha 
cutting  scora  nlnlatas  whan  anllstaant  standards  wars  raduead.  This 
causad  attrition  ratas  to  Incraaaa  or  dacraasa  allghtly  la  Sarwlca  occupa- 
tions. Thus,  warlatlons  In  anllstaant  salaetlon  standards  Indaea  ehangas 
In  tha  awaraga  aptltuda  of  racrults  ssslgnad  to  Sarwlea  ace^tlona  ewan 
whan  cutting  acoras  for  jobs  am  bald  constant. 

Kany  of  tha  cutting  acoras  which  daflna  allglblllty  for  aaalgnaant 
to  Sarwlca  occupations  wars  originally  astabllshad  during  and  Imd lately 
following  WW  II  whan  tha  Sarvlcas  azpandad  tha  usa  of  aptltuda  mats  for 
aaslgnnant  scraanlng.  Cutting  acoras  wars  astabllshad  so  that  aspsclally 
wull-^uallflad  paopla  would  ganamlly  ba  ssslgnad  to  tha  aost  difficult 
jobs,  awaraga  paopla  would  ganarally  ba  ssslgnad  to  jobs  of  swwrags 
difficulty,  and  balew  awaraga  paopla  would  only  ba  allglbls  for  aaalgnaant 
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ts  elM  1«MC  difficult  Job*.  Thl*  la*ur*d  that  th«  mppljr  of  applleast* 
■Mtlabl*  la  • tjfleal  T«*r  uooU  aateli  Scrvlc*  racrultlag  ne«d*.  In 
fMc*  that  Mippljr  ae**d*d  cq^tatloM,  eb*  Sanrle**  Mc*  «bl*  to  necott 
aad  M*fgs  mtatf  p*opl*  vho*«  «ptltod«  t**t  ■eet**  nteaadad  eh*  alnlaia 
■tandacd*  for  tho  raopoetlr*  oeeupattoo*.  In  th*  ynar*  that  oappl^  fall 
abort  of  axpaetatlona,  tha  Sarrleaa  aopplaaantad  th*  aupplr  of  voluntary 
agplleanta  with  ladnetaaa.  That  la.  th*  Amod  Fore**  Ineraaaad  eh*  total 
iVpllcaat  auFFly  ulth  Induct***  to  uhatavar  ala*  uaa  naeaaaary  to  provld* 
anough  paopl*  vitb  eh*  ragulalt*  qnaliflcationa  to  neat  aaleetlon 
atandarda  In  all  of  eh*  oeeupaffn*  daaandlnt  no*  racmlt*.  In  thl*  aanaa, 
th*  traditional  cutting  aeora*  dleeatad  ho*  larga  th*  applicant  pool  would 
hava  to  ba. 

Occupational  aalaetion  atandard*  vara  hold  conatane  ovar  tha  yaata 
bacaua*  thla  affordad  atabllity  In  job  tralnlnt  prograna  and  in  fiald 
occupation*.  To  lowar  tha  atandard  for  an  occupation  naant  that  lovar 
guality  pooplc  would  bo  aaaltnad  to  training,  and  attrition  in  training 
and  latar  in  th*  fluid  would  ineraa**,  a proapaet  that  training  prograa 
■anagar*  and  fiald  auporvlaor*  raaiatad.  To  ralaa  th*  atandard  naant 
that  racruitor*  would  aoanhow  hava  to  find  additional  applicant*  eapabl* 
of  guallfying  according  to  tha  higher  atandard,  or  alae  "rob"  other 
occupation*  of  th*  high  quality  racrulta  who  would  nomally  b*  aaalgnad 
alaawbar*.  Tharafora,  that*  wa*  atroog  Incantlv*  to  retain  th*  traditional 
atandard*  that  affordad  prograa  atabllity. 
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Tha  traditional  cuttlnc  acoraa  for  joka  aalataload  today  aaabla 
tha  Sarrlcaa  to  auitaln  occupatl.'->al  daundt  for  saw  racrulta,  aad  aallat- 
awnt  aalactlott  ataodarda  ara  cbangad  froa  tlaa  to  tlaa  to  eapltallra 
viiaaavar  poaalbla  on  aurplnaao  of  nail  quallflad  appllcaatt.  Cutting 
acoraa  datamlna  tha  laval  of  attrition  axparlancad  in  aach  Sanrlea  occu- 
pation and  la  tha  flrat-tara  forca  ovarall,  pat  tha  aalactloa  aad  aaalga- 
aant  procaaa  haa  nauar  baan  avaluatad  to  dataralaa  if  cbaagaa  to  traditional 
atandarda  vould  aarva  to  auataln  occi^atlonal  Baapcuar  raqulraaanta  at  a 
raducad  attrition  coat.  Tha  Sarrlcat  raaaln  eoalttad  to  tha  aalatlng 
atandarda  bacauaa  thap  hava  provad  adaquata  la  tha  paat  aad  bacauaa 
thalr  Inability  to  avaluat*  thr  acraanlng  procaaa  haa  pracludad  tha 
datanlnatlon  of  altarnatlva  aala.-.tlon  atandarda  for  occnpatloaa. 

C.  Malor  Wanlfaatatlona  of  tha  froMaa 

talactlon  atandarda  la  tha  Araad  Por:aa  ara  opraaaad  la  tama  of 
applicant  acoraa  aehlavad  oa  b^rvlca  a^tltuda  taata.  Tha  taata  ara  net 
abaolutalp  relarant  to  the  occupatlona  for  ublch  thap  ara  auppoaad  to 
predict  parfomaaea,  nor  ara  they  aa  ralauant  aa  thap  could  ba.  Bacauaa 
thap  ara  daalgnad  to  predict  colp  a narrow  aaaaura  of  parfonnnca  (training 
acoraa)  aad  do  not  foraallp  taka  account  of  applicant  aotlvatlona  aad 
Intaraata  aa  factora  datanlalag  aurvlral  In  each  occupation,  tha  taata 
do  not  dlacrlalnata  batvaan  potential  aurrlirora  aad  aon-aurrlTora  In  aach 
occupation  In  tha  aoat  accurate  poaalbla  aaaaar. 
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Oeei^attoBsl  Mlaetloa  ataadarda  oaad  toda7  mra  erlftsaUf  daaal^ad 
aa  tha  aaavar  to  pioblMa  tiiat  grow  oat  of  tiia  aapandad  oaa  of  f«vieo 
aptltado  taata  for  aeraaalac  aaUatMat-oll(ibU  appUeanea  foe  oeeupatiooal 
aaatpaMOta  aora  thaa  taoatp  paara  a(0.  Tha  Sarvleea  haaa  taaataUp  aaoldad 
loaarlag  occupational  cutting  acoroa  orar  tha  paara  bacauaa  of  atroag  ra* 
aiataaea  fna  training  prograa  aaaagara  and  auparolaota  la  tha  flald.  Tha 
ralalag  of  catting  aeorao  haa  haaa  oppeaad  bp  garvlca  paraoaaal  apatoa 
plaaaara  and  pollep  aafcara  aho  raeogolta  that  racnltara  aap  not  ba  abla 
to  find  tha  additional  appUeanea  oaadad  to  aaat  tha  hlghar  ataadarda  of 
allglbllltp.  Thua  tha  aalaetlon  and  aaolganaat  ptoeaaa  haa  rialnal 
largalp  unchanged  orar  tha  paaca. 

Occupational  aalaetlon  ataadarda  datanlna  attrition  rataa  aaong  flrat- 
tara  racrulta  In  ararp  Sarvlea  occupation  and  In  tha  flrat-tam  force  ovarall. 

Tha  paproU  coat  aaaoclatad  alth  flrat-tan  attrition  In  tha  DOD  aaounta 
to  alaoat  $1  billion  par  paar.  Thia  figure  could  ba  raduced  bp  judlcloualp 
altering  cutting  aeoraa  for  Sarrlca  oceupatlona.  Homver,  no  axtanalva  avaluatlon 
of  occupational  aalaetlon  ataadarda  baa  been  aada  to  Idantlfp  tha  aat  of 
cutting  aeoraa  that  aould  alnlalxa  overall  attrition  and  the  aaaoclatad 
budget  coata. 

Allagationa  that  Sarvlea  aalaetlon  taata  and  aalectlott  atandaeda  dla- 
crlalnata  uafalrlp  agaiaat  nlnorltp  groupa  daflnad  bp  aoclo-aconoalc  ehar- 
actarlatlca  cannot  ba  anavarad  until  tha  Anad  Torcaa  daaonatrate  that  the 
taata  and  atandarda  tbap  uao  aupport  the  Sarvlea  alaalon  aora  afflclantlp 
than  anp  othar  aeraanlng  proeaduraa.  The  currant  aalaetlon  taata  cannot 
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b«  dafaodad  «talnat  chtrt**  of  blao  bocauto  aptltuda  caata  bara  aet  baaa 
aho«n  to  prtdlet  job  aurvlval  with  aaTfuf  poaalbla  acetiraey.  Tha  proeaaa 
bp  which  thaaa  caata  ara  davalopad  glvaa  walght  to  tha  arguBMit  that  altar- 
aatlwa  taaca  could  ba  coaatcjctad  to  dlacrlalnata  aora  affactlwaly  oa  tha 
baala  of  auceaaa  or  fallura  la  occupat*.^!  aaalgnaaata.  Tha  caaail  logic 
bp  which  cutting  acoraa  for  Sarvlca  joba  wara  aatabllahad  aad  aaiafafnad 
ovar  tha  paara  aakaa  chla  aapaet  of  todap'a  aalactloo  proeaaa  wwlaarabla 


Tha  larrlcaa'  coaaltaant  to  hold  aalactloo  acaadarda  for  aceapa 
tlonal  aaalgaaanCa  eonataot  laft  anllataaat  aalactloo  acaadarda  aa  tha 
only  acraanlag  aachanlaa  for  Baking  adjuatoanta  tram  paar  to  poor  according  to 
warping  eoodltlona  of  aupplp  aad  danand.  Thara  la  no  raaaon  to  ballawn 
that  thla  approach  will  ada^uatalp  raaolwa  aupplp  daflclanctaa  lo  tba 
uocartala  racrultlng  enwlronaant  of  tha  futura.  Tha  hop  to  awafalnlng 
■UlCarp  naapowar  ragulraoanta  could  aooa  dap  raat  on  tha  cholea  of 
altaroaclva  cutting  acoraa  for  occupaclona,  but  tba  Sarwleaa  hawa  Chna 
far  ahowa  llctla  lataraat  la  daveloplng  chla  typo  of  racrultlng  flazlbllltp. 

At  tba  haart  of  tha  aalactloo  atandarda  problaa  la  tha  fallura  of 
tha  Sarwleaa  to  conduct  a eonprohaoalva,  apatanatle  awaluaclon  of  todap'a 
aalactloo  atandarda  to  dataralaa  how  wall  or  how  badly  tbap  cowpara  to 
altamatlwa  atandarda  that  could  ba  adopcad.  Thara  la  no  raaaon  to  ballawo 
that  tha  cutting  acoraa  currantlp  anplopod  bp  tba  Amad  Torcaa  gaaarata 
tha  "laaat  coat"  lawal  of  attrition,  do  not  dlacrlalnata  unfairly  with 
mapact  to  aoclo-aconoalc  charactarlatlca  of  applleaaca,  ara  adaguato  to 


d«al  «tth  advarM  esadltloaa  of  arplleaot  aopply  lalatlva  to  daaumd,  Isaora 
«at1ai»  tatanal  torea  atability,  or  aaaiat  Sarvlca  raeruitara  to  raeos- 
ello  awlfsast  ai^yly  vlth  eoapatlot  occupational  danaada  for  nav  ra~ 
crulta  Is  tba  aoat  affielant  aaanar  poaaibla.  Tha  alocla  critarlos  by 
tAlcb  tba  Sarviaaa  chooaa  to  avaluata  thalr  fomal  aercoolns  procaaa  la 
tbat  It  vorka.  True  aanpovar  rogolrianta  is  aaeh  occupation  arc  aatlaflad 
laaofar  aa  tba  raiiulalta  mabara  of  paopla  asalpnad  to  aach  occupation 
Burulua  to  fill  uacanclaa  cauaad  by  tha  nonal  aaparatlon  of  fully  qualified 
aid  rallabla  paopla.  That  aany  racrulta  ara  Involuntarily  dlachargad  along 
tba  my  la  a reality  tbat  la  tolaratad  aa  long  aa  enough  reaaln  to  support 
tha  nlaalon.  That  tha  Judicious  cbolca  of  altatnatlva  cutting  scores  and 
the  use  of  store  relevsnt  selection  tests  together  night  serve  to  support 
the  true  nanpower  needs  of  the  Services  equally  mil  or  better  while  nlnl- 
nlxlng  aalectlon  errors  remlns  llttla  aora  than  optlnlstlc  speculation  aa 
long  as  tha  Armd  forcea  lack  the  naans  and  mthod  to  properly  evaluate  the 
afflclaney  of  thalr  fomal  aalectlon  procedures. 

IV.  ai.TEHWATms 

A single  rula  Is  used  hers  to  Identify  alternatives  to  the  aptitude 
testa  asployed  by  tha  Amed  forces  today.  Each  altamatlve  has  been  se- 
lected for  discussion  because  It  shorn  pronlaa  In  providing  nore  accurate 
prediction  of  perforaance  than  current  tests  permit. 
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A.  Iirovlnt  Curfnt  T«if 

1.n  ganaral  th«r«  ara  thraa  approachaa  to  taprovlB(  tha  pradlctlva 
accuracy  of  any  aalactlon  tnaCruaaat  (taat).  Thaaa  caa  ba  boat  undaratood 
by  conaldarlnt  how  any  pancil>and-papar  taat  la  conatructad.  Tha  objact  of 
tha  prediction,  tha  outeoaa  or  behavior,  la  choaan  flrat.  A Xarga  nuabar  of 
Itena  are  then  written  up  (conatructad)  bacauaa  they  appear  to  ba  mlatad 
to  thla  parforaanea  criterion.  A atatlatlcal  tachnlqua  la  aaployad  to 
Identify  thoaa  Itana  In  tha  large  Itaa  pool  that  have  tha  graataat  atatlatlcal 
corralatlon  to  the  parforaanea  criterion.  Thla  la  dona  by  adalnlatarlng  a 
long  taat  aada  up  of  all  Itaaa  In  tha  pool  to  a large  group  of  Indlvlduala. 

Tha  parforaanea  of  each  Individual  la  later  aaaaurad,  and  a particular  group 
of  Itaaa  la  Identified  which  auccaaaful  parforaera  anawarad  correctly  noat 
often  and  unauccaaaful  parforaera  taodad  to  anawar  Incorrectly.  Tha  Itaaa  In 
thla  group  baeoaa  tha  final  aalactlon  Inatriawnt. 

Tha  three  approachaa  to  laproving  a taat  are:  (1)  chooaa  a prediction 
criterion  that  aora  eloaaly  corraaponde  to  tha  behavior,  or  parforaanea, 
that  the  taat  will  actually  be  uaad  to  predict.  It  la  alalaadlng  to  aay  that 
a teat  la  dee tan ad  to  predict  one  kind  of  parforaanea,  a.g.  training  acoraa, 
whan  In  practice  tha  taat  la  uaad  to  predict  another.  If  the  deatgn  criterion 
la  different  froa  tha  operational  crltarlon,  than  It  la  vary  likely  that  a 
batter  teat  can  ba  developed  by  daalgnlng  (valldetlng)  It  In  teraa  of  the 
parforaance  It  la  aubaaquantly  aaployad  to  pradlct;  (2)  Incorporate  Into 
each  teat  all  aeaeurca  of  Individual  charactarlaclca  and  Jttrlbutea 
apparently  ralavant  to  the  appropriate  parforaanea  criterion.  If,  for  Inatanca, 
a teat  la  to  be  adainlstered  e priori  to  predict  an  Individual 'a  aucceaa  or 


B 


falluc*  in  ■wtanlng  40  ytzit  acroin  a pool,  tha  taat  ahould  Iseliida  quaseltma 
la^rdlsg  tha  pataoo'a  taar  of  tha  watar,  faar  of  daptha,  ate.  ts  Edition  to 
guaatioiia  tagatdlng  aoduranea,  attragth,  and  othai  phyalcal  attrihotaa. 

(3)  Mong  tha  aaap  aophiaticatad  atatlatleal  tachnlquaa  aaallahla  tor  etaatlng 
and  validating  aalaetloo  inatTuaanta,  cHooaa  tha  taehslqua  that  will  prodoea 
a taat  lAlch  jrtalda  tha  ■axlani  poaaibla  pradlctlva  accuracy,  dll  thraa 
iVPioaehaa  ara  dlacuaaad  la  datall  la  tha  OHC  ataff  atody  tltlad, 

^*7ha  gacrult  Scraening  Procaaa  la  tha  Ataed  foreaa"  and  ara  ouMarlaad  la 
tha  following  praacrlptlona: 

1.  Salaetlon  taata  aheold  ha  daalgaod  to  pradlet  Job  ourwlTal 
eathat  than  parforaaBca  la  tralalng, 

2.  Tha  eontaat  of  oalactlon  taata  ahould  ba  axpaadad  to  Ineluda 
■iuauraa  of  Individual  aotlvatloa  and  lataraata  aa  wall  aa  aptltuda 
Inaofar  aa  tha  additional  faetora  eon  ba  ahown  to  inprovo  tha  capacity 
of  taata  to  pradlet  aurvlval  in  Sarvlea  aaalgnnanta 

3.  Taat  raaaarchara  ahould  oaploy  atatlatleal  tochnlquoa  in  validating 
aoloetlon  taata  that  will  afford  narltaai  pradlctlva  aecuracy. 

4.  Salaetlon  taata  ahould  ba  dovalopod  on  a Job  by  Job  baala  — ona 
taat  to  pradlet  aurvlval  In  ona  Job. 

each  of  tha  alova  propooala  offara  tha  potential  for  Inprovad  accuracy  In 
predicting  aurvlval  In  Sarvlea  oeeupatlona. 

B.  Altamatlvaa  to  Sxlatlna  Selection  Standarda 

Specific  aaleetlon  atandarda  for  oeeupatlona  that  would  aupport  Service 
nanpowar  requlraMnta  batter  than  do  tha  ozlaclog  atandarda  cannot  ba  dovalopod 
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Iflthout  conductlnj  . .y.t«atlc  .valuation  of  tha  fonal  aereanln#  procaa. 
Sarvlca  raaaa.ehara  la  tha  paat  havn  aiuiaa-orad  to  ciavalop  varloua  ana- 
lytical approachta  to  tha  .valuation  problati.  Each  actMpc  haa  ada^uataly 
addraaawl  aOM  luportant  faatura.  of  tha  ..taction  proca.a,  but  net  all. 

Thay  eatabllah  tha  guldallnaa  for  daolielng  an  analytical  approach  of  auffl- 
clant  aeopa  to  avaluata  and  eoapara  tha  affldancy  of  traditional  aalactlon 
atandarda  and  altamatlva  atandarda.* 

la  the  naat  a«:tlon  ••  daactlb.  tha  Amy  aalactUn  and  aaat«na«it 
proeaa.  In  CT73  a.  It  oparatttl  to  «>auln  nanpovar  r«,ulrn>«>t.  In  four 
Amy  occupation..  Varloua  autlatlc.  ar.  dav.lopad  to  llluatr.t.  tha 
t.«atln«  afflclwxcy  of  tha  proeaa.  In  th,  follodn,  .action  n.  conduct 
a llalt«l  r^aluatlon  of  aalactlon  atandarda  to  .how  ho»  tha  aalactlon 
aaaltnmant  proc...  could  hav.  bo«,  .It.r.d  to  au.t.ln  Amy  mnpoaar  ra^ulr.- 
mnt.  In  th...  occupation,  at  a al,nlflc.ntly  r.ducad  coat  of  attrition 
ovarall.  m th.  Uat  a«:tlon  th.  broad  Inpllc.tlon.  of  ucpandlnt  th. 
appro«:h  to  avaluata  th.  a.l«:tlon  «>d  ...:,o»ant  proc...  «:ro..  all 
occupation.  In  all  Sarvlcaa  arc  dl.cu.aed.  Including  tha  proapact  of  reducing 

DOD  budget  «tp.ndltura,  ...ocl.tad  dth  attrition  by  »r.  than  noo  dlllon 
annually. 


• Saa  thu  WC  ataff  atudy. 
Force.,"  op.  clt. 


The  Recruit  Screening  Proceaa  In  the  Amd 
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!•  tht  remit!  of  »«leetlon  anJ  ■■slgnwnt  In  «o  Atwr 
«x«irol« 

SuMMzlzad  b«lo»  arc  the  raaulta  cf  the  aelectloo  and  aaslgnawnt 
procea*  as  It  actually  jparatad  to  distribute  35,330  applicants  across 
ts^t  hxsy  occupations  In  CT73,  A sora  detailed  discussion  of  the  easels 
Is  prouldcd  a<  Appandlx  A.  Tha  arailable  supply  of  52,000  total  appli- 
cants MSS  characterised  as  follows: 

Msatsl  Catasorles  of  Applicants: 

total 

JL  il  III  ft  (HS)  Vf  (ims)  SupolT 
*24  7,246  20,732  4,015  19,383  52,000 

Source:  HARDAC 

The  danand  for  recruits,  expressed  as  the  waibars  of  survivors  nseded  to 
fill  projected  vacancies  (true  sanpover  raqulrsaents)  In  each  of  tha 
occupations,  is  dlsplaysd  below: 


TRUE  HAHPOHER 


OCCOPATKm: 


Infantrynen 


Drlvars  (vshlcle  operators) 
Nsehanlcs 


Supply  clerks  4,201 

All  four  occupations  totalled  23,843 

Source:  lURDAC  (processed  by  GE  TEMPO) 

Tha  selection  and  aaslgnaent  process,  guided  by  the  traditional 

selection  standards  for  these  occupations,  sarved  to  allocate  recruits 
across  tha  four  Amy  jobs  In  tha  following  aanner: 


Mental 

Catasorv 

Infantryman 

Driver 

Mechanic 

Supply  Danlad 

Clerk  enlistment 

Total 

Aasirned 

I 

450 

77 

74 

23 

0 

624 

II 

4.462 

743 

1.411 

630 

0 

7.246 

III 

10.848 

2.215 

4.111 

3.558 

0 

20.732 

IV  (HS) 

1.540 

363 

890 

1.222 

0 

4.015 

IV  (KIIS) 

1.238 

260 

627 

16.670 

JiIH 

Total 

Aaaignad 

18.538 

3.658 

7,113 

6,021 

0 

35.330 

Source: 

MASDAC 

(data  proctaaad  kjr  Cl  TIMPO) 

Thirty-flvc  thouMad,  thr«*  hundred  and  thirty  racrultt  froa  all  wntal 
eatatorlaa  war#  diatrlbutad  acroaa  all  four  Jobs,  laavlng  16,670  Mintal 
catat^ry  IV  non>hlth  achool  graduataa  who  vara  danlad  anllatwiit. 


Tba  raault  of  thia  allocation  la  dlaplayad  balov.  Iha  azpactad 
Quabar  of  aurvivora  (and  attrltlona)  waa  coaputad  by  applying  tha 
hlatorical  aurvlval  rataa  for  aach  type  of  applicant  in  aach  Job  to  tha 
ntiabara  froa  aach  catagory  who  wera  actually  aaaignad  to  tha  varloua  Jobs. 

It  la  laportant  to  oota  that  aurvlval  rataa  llatad  In  Colun  2 vary 
algnlflcantly  froa  ona  applicant  catagory  to  anothar  In  aoat  of  tha 
occupatlona.  Tha  drlvar  occupation  la  tha  axcaptlon,  vhara  tha  rataa 
for  all  but  aantal  catagory  IV  h^gh  achool  graduataa  ara  In  tha  aaaa 
ranga . 

Survival  rataa  for  aach  typa  of  applicant  vlthln  aach  occupation 
vara  produced  In  a Joint  data  aoalyala  effort  which  Involved  tha  DOD 
(OSD,  M1RA(HARDAC}),  Ganaral  Electric  Tanpo  (EMC  contract  on  Enllatad 
Turnover),  and  the  DHC  staff, 


u 


Wv 


Total 

Aasigncd 


tlM* 


Survival* 

Rato 


Isfastrvnen 


J 

4S0 

.80 

380 

tt 

4.4t2 

.71 

3.182 

in 

10.848 

.83 

8,841 

IV  <HS) 

1,340 

.77 

l.U* 

IV  (NHS) 

1,238 

.4* 

804 

WSAL 

18,338 

,t* 

11,178 

Grlvers 

1 

77 

.71 

33 

11 

743 

.73 

348 

m 

2,213 

.87 

1,4*3 

W(HS) 

3*3 

.78 

283 

xvoms) 

280 

.87 

173 

TOTAL 

3,t3l 

.70 

2,332 

Kaehanlca 

i 

74 

.82 

81 

11 

1,411 

.72 

1,01* 

in 

4,U1 

.8* 

2,81* 

W (HS) 

890 

.78 

-8*4 

IV  (NHS) 

827 

.31 

321 

TffTAL 

7,113 

.8* 

*,*14 

Supply 

Clc*rk» 

X 

23 

.83 

1* 

11 

*30 

.78 

48* 

III 

3,338 

.87 

2,388 

IV  (HS) 

1,222 

.82 

1,008 

IV  (MHS) 

388 

.31 

2** 

TOTAL 

t,021 

.70 

4,201 

,&i|i#cte!l 

l:<p<ct*<l  TRUE  WiStmm  t at 
t at  Survivor*  REQUIEBIHITS  Attrltlenr 


ts 

t,z$o 

*.00? 

3Sl 

«34 


la.m 


1,3S2 


*,nt 


4.101 


t,Ml 


21 

W 

?20 

to 

t? 

1.10t 


u 

»2 

2.2*2 

IM 

let 

2,1*S 


4 

141 

1,170 

lit 

It* 

l,t20 


*»»«•!  (MIDAC  (tat*  proeund  ty  at  IPffO) 


* Btcaus*  attrition  rataa  ara  round  ad  to  tve  al(slfteaiit  dlflra,  tha 
product  of  coluons  1 and  2 nay  not  aqual  eolusn  3 axactly. 


B 


\ 
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W«  aim  eoaputad  tha  total  aalary  axptodlturt  aaaoclatad  «lth  tha 
production  of  23, M3  aurvlvora  and  11,487  attrltlona,  $5(M.O  Billion  and 


tlOS.O  Billion,  or  $613.9  Billion  ovarall.  Thaaa  flpura*  >ra 


balow  In 


tha  atatlatlca  auMarlilnj  tha  aalactlon  procaaa  aa  It  actually  aparatad  In 
CT73  to  auataln  tha  trua  Banpo«ar  raqulrananta  In  tV.,^  four  4my  occupatlona. 


■ $2,000  appllcanta  allglhla  for  aalactlon 
laaa  16,670  danlad  cnllatBant  (aurplua) 

■ 33,330  appllcanta  enllatad  and  aaalgnad 
laaa  11,487  attrltlona  (Involuntarily  dlachargad) 

■ 23, M3  rtBalnlng  to  conplotlon  of  tarn 

■ 23,843  fully  qualified  and  rallabla  paopla 


SURVIVOR  COST  • $506  M aalary  payrecnta  accruing  fo  aurvlvora 
plua  $108  M aalary  payiccnta  accruing  to  attrltlona 


TOTAL  COST 


$614  M aalary  paymenta  accruing  to  all  appllcanta 
aelacted 


2.  A llBltad  evaluation  of  aalactlon  atandarda 
Tha  aalactlon  and  aaalgoBent  proceaa  for  tha  Amy  tianpla  dlacuaaad 
abova  vaa  evaluated  to  deteralne  what  altematlva  atandarda  would  auataln 
tha  true  aanpowar  raqulraaanta  In  all  four  occupatlona  at  tha  nlnlaiBi  total 
coat.  Va  aBployad  an  analytical  tachnlque  called  linear  prograanlag  to 
parfom  tha  avaluatlon.  The  analyela  la  dlacuaaed  further  In  Appendix  B. 

The  evaluation  ahowrd  that  appllcanta  could  have  been  aelacted  and 
aaalgnad  In  an  altamatlva  Banner,  aa  Indicated  below. 


. h V 
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Utatml 


I«en»ltlM  (XaotM  for  Occup»tloB»* 
Igf«ntrr—n  Drlvrt 


X <24(4SO)  0(77) 

U X,M8(4,462)  0(743) 

in  U,S20(10,848)  2,042(2,2U) 

ar  (ra)  4,ou(i,s40)  0O63) 

Sr  (iraS)  0(1.238)  1.777(260) 

TetU  18,007(18,338)  3,819(3,658) 


supfiy 

K«eh«nle»  Cltla  XoMl 
0(74)  0(23)  624(624) 

0(1,411)  3,398(630)  7,246(7,246) 

7,170(4,111)  0(3,338)  20,732(20,7») 

0(890)  0(1,222)  4,013(4,W3) 

0(627)  0(388)  1.777(2.713) 

7,170(7,113)  3,398(6,021)  34,394(33,330) 


He  applied  tiM  historical  avrrlral  ratas  to  datacalna  hov  aaap  sorvlTors 
aad  stcritloss  would  ba  produead  bp  tha  laast  cost  allocation,  prasantad 
in  tha  naat  tabla.  Tha  rsadar  will  aota  that  tha  raqulalta  nuabar  of 
sarrivdrs  would  ba  produced  la  aach  occupation. 

(aaa  tabla  next  page) 


a For  purposes  of  cowparlson  va  have  also  Indicated  in  paranthasss  the 
recruiting  quotas  that  wars  associated  with  tha  traditional  allocation. 


I'  *.■, 

, I 


I 


2$  - 


Total 

Aislgned 


Survival* 

Rate 


Expected 
I of  SuTvlvora 


TRUE  ha::.'0%'er 

^quirf:ie*nts 


Expected 
0 of 

Attritions 


Infsntry.aen 


I 

624 

.80 

4»7 

127 

IT 

1,848 

.71 

1,317 

331 

III 

11,320 

.63 

7,264 

4,256 

IV  (MS) 

4,015 

.77 

3,098 

917 

IV  (VRS) 

a. 

0 

0 

TOTAL 

11,007 

.67 

12,176 

12,176 

5,311 

Drivers 


I 

0 

.71 

0 

0 

II 

0 

.71 

0 

0 

III 

2,042 

.67 

1,377 

665 

IV(HS) 

0 

.71 

0 

0 

IV(NHS) 

1.777 

1.175 

602 

TOTAL 

1.U9 

.17 

2,152 

2,552 

.1,267 

Kechsatcs 


1 

0 

.11 

0 

0 

11 

0 

.72 

0 

0 

HI 

7,170 

.M 

4,194 

2,256 

IV  (RS) 

0 

.<1 

0 

0 

IV  OJHS) 

a 

-s2I 

0 

t.:tal 

7,170 

.69 

4,914 

4.816 

2,256 

Supply 

Clertcs 

Z 

IZ 

zzz 

IV  (RS) 
IV  <KHS) 


9 

5,iH 

0 

0 


•i) 
• 7t 
.i7 
.•2 


» 

4,201 

0 

0 


TOTAL 

All  Four 
Oecupstloos 

1,1M 

.79 

4,201 

4,201 

1|197 

I 

624 

.10 

497 

127 

11 

7,246 

.71 

5,511 

1,728 

in 

20,732 

.64 

13,555 

7,177 

IV  (HI) 

4,013 

.77 

1,173 

917 

w cm) 

1,777 

.66 

0 

602 

TOTAL 

34,394 

.69 

23.843 

23,843 

10,551 

* B«cauM  actrltloo  rat«*  era  rounded  Co  tvo  significant  digits,  ths  product 
of  coluans  1 and  2 asp  not  a^ual  coluan  3 sxactip. 
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Iha  aut  •Ignlflcant  la^ct  of  •■•Ignlng  appllcsnta  according  to  tha 
altarnaclva  selactlon  acandarda  la  tha  conaldarable  reduction  Is  total  aalary 
coata  owing  to  the  reduction  In  the  ata  of  all  aalary  paTsanta  accruing  to 
attrltlona.  Salary  paynanta  accruing  to  aurvivora  would  aaouot  to  the  aoe 
figure  aa  with  the  traditional  atandarda,  $505,948,000,  bacauaa  an  equal 
nm^r  of  aurvivora  would  be  produced.  But  Che  total  attrition  coata  would 
ha  algnlflcantly  lower,  aa  indicated  In  the  following  cable  conparlng  tha 
total  coata  of  attrition  for  the  traditional  atratagy  and  the  leaat  coat 
atratagy. 


Coagarlalon  of  Attrition  Coata 


Laaat  Coat 

Traditional 

Occupation: 

Strategy 

Strategy 

Infantrynan 

expected  f of  attrltlona; 

5,831 

6,362 

total  coat,  @ $10,003  per  attrition: 

$58. 3N 

$63.6K 

Oriver 

expected  f of  attrltlona: 

1,267 

1,106 

Total  coat,  i $9,792  per  attrition: 

$12. 4M 

$10. 8M 

Hechanlc 

expected  f of  attrltlona: 

2,256 

2,199 

Total  coat,  9 $7,042  per  attrition; 

$15. 9H 

$15. 5M 

Supply  Clerk 

expected  # of  ettrltions: 

1»197 

1,820 

Tocal  cost,  9 $9,902  per  aetritloo: 

$11. 9M 

$18.0N 

All  Four  Occupatlona 

expected  f of  attrltlona  total: 

10,551 

11,487 

Total  Attrition  Coata*: 

$98. 5M 

$108. OH 

a The  unrounded  figures  are  $98,473,403  and  $107,976,  030  reapectlvely* 
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It  la  notaworthy  that  tha  traditional  atratcgy  allocatat  toaa 
appllcanta  froa  aach  aantal  eatagory  to  arary  job  vhlla  tha  laaat  coat 
atratagy  producaa  a auch  narrowar  applicant  nix  In  all  but  tba  Infantryaan 
occupation.  Tha  raaaon  for  thla  la  that  It  la  alnply  rhaapar,  la  tataa 
of  attrition  coata,  to  aaalgn  poopla  In  tha  aannar  praacrlbod.  Tor 
InataneOt  tba  laaat  coat  allocation  dlctataa  tha  aaalgnaant  of  1,777 
poopla  nho  ara  Hantal  catagory  IT  non-hlgh  achool  graduataa  to  bacoaa 
drlvara,  and  nona  ara  aaalgnod  to  tha  othar  thraa  occupations.  Tha 
praacrlptlon  la  not  baaod  on  aoaa  a priori  bollaf  that  thaao  mcmlta 
axa  good  for  llttla  alaa  aseapt  drlulng  Any  vahlelaa.  lather,  thla  la 
tha  Boat  afflclant  any  to  oaa  thla  typo  of  poraon  nfaan  thara  ara  enough 
poopla  auallabla  In  higher  categorlea  to  aatlafy  tha  true  nanpouar  raqulra- 
■anta  In  tha  othar  occupaclona. 

Ondar  laaa  favorahla  aupply  condltlona  It  could  vary  nail  bacoaa 
daalrabla  to  aaalgn  Cat.  IT  (IBS)  appllcanta  to  bacoaa  Infantryaan  or 
aupply  elerka  or  aachanlca.  Thla  could  aaally  happen  If  tha  aupply  of 
appllcanta  In  higher  categorlea  daellnod  algnlflcantly,  by  parhapa  2S  or 
30  percent.  The  linear  prograaalng  technique  would  ahow  how  a largar 
nvabar  of  Cat.  IT  (IBS)  appllcanta  could  bo  anllatad  and  aaalgnad  acroaa 
tba  four  occupatlona  ao  aa  to  auataln  raqulreaanta.  Thla  would  alao  be 
a laaat  coat  atratagy,  although  the  total  attrition  coat  would  Incraaaa 
bacauaa  la  each  job  tha  attrition  rate  for  Cat.  IT  (IBS)  people  la  greater 
than  for  other  appllcanta.  Generally  apeaklng,  tha  linear  prograaalng 
technique  can  be  uaad  to  ahow  how  reductlona  In  tha  aupply  of  well  qualified 
appllcanta  can  be  offaat  by  tha  anllacnent  of  larger  nnbars  of  laaa 
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mll-qiiallfled  pcopla,  ■•■talog  enough  of  the  letter  ere  eretlehle.* 

Sie  tre4e-off  Is  la  attrition  eoeta,  heeeuee  the  eselgnaant  of  people 
Kith  a loser  likelihood  of  surrlval  lapUea  higher  attrition  sad  attrition 
eoata. 

3.  laalleetlona  for  the  Arsed  foreea 
The  efficiency  of  the  least  cost  strategy  relative  to  the  traditional 
strategy  la  asasurad  by  the  asnunt  that  attrition  costs  can  be  reduced,  $9.SM 
($98.5  million  vs,  $108.0  million).  This  represents  an  8.81  reduction 
($9.SM  divided  by  $108,010  la  those  salary  costa  specifically  ineurrad  if 
laparf actions  In  the  scraenlag  process.  Greater  efficiency  is  also  evlder.! 
la  the  saaller  maber  of  appllcenta  she  auat  be  enlisted  overall  to  susca:>n 
requlmanta,  34,394  coapared  to  35,330,  and  also  In  the  expected  total 
nuaber  of  attritions  for  the  two  strategies,  10,551  coapared  to  11,487. 

These  figures  Illustrate  three  laportaat  points.  First,  the  least  cost 
allocation  strategy  defines  a unlqua  set  of  selection  standards  and  recruiting 
quotas  that  affords  a significant  reduction  In  attrition  costs.  Second, 
it  shows  how  to  reduce  the  nuaber  of  alstakea  aade  In  assigning  people  to 
the  wrong  occupstlons.  Third,  by  reducing  the  extent  of  nalasslgnnent , the 
least  ecst  strategy  provides  a means  for  satisfying  true  aanpower  requlre- 
aents  In  every  occupation  with  a saaller  total  number  of  accessions. 

These  are  major  points  as  they  apply  to  the  larger  problea  of 
salsetlng  and  assigning  three  or  four  hundred  thousend  applicants 
across  Inmdrsda  of  allltary  occupatlcns  each  year.  Earlier  la  the  study, 

$907  allllon  was  the  figure  cited  as  a conservative  estlaate  of  the  total 


* For  any  given  set  of  occupational  manpower  requirements,  seme  supply 
level  exists  below  which  It  Is  Impossible  to  sustain  requirements. 
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attrition  coat  aaaoclatad  with  tha  anllatnant  of  161,000  paopla  In  rT73. 

A laaat  coat  atratagp  anabllng  tha  Sarvlcaa  to  raduca  thla  ovarall  flgura 
by  8.8Z  would  aa«a  alnoat  380,000,000  for  tha  rT7i  accatalona  group  alona. 

Of  couraa.  It  la  too  lata  to  altar  aalactloa  atandarda  for  accaaalona  In 
prior  yaara,  but  tha  potantlal  for  raallalsa  yaarly  aavlaga  of  thla  nagnltuda 
will  ranaln  aa  long  aa  tha  Sarvlcaa  continue  to  accaaa  young  mm  and  wowan. 
Equally  laportant  la  tha  raallaatlon  that  altamatlva  aalaetlon  atandarda 
can  ba  davalopad  that  would  auataln  aanpowar  raqulraaanta  In  all  Sarvlca 
oecupatloni  at  tha  lowaat  poaalbla  total  coat  In  parloda  of  daflclant  aupply 
aa  wall  aa  abundant  aupply. 

Tha  laaat  coat  approach  to  datamlnlng  aalaetlon  atandarda  glvaa 
paraonnal  plannara  and  daclalon  nakara  a baala  for  addraaalng  othar  laportant 
laauaa.  Ona  axaapla  la  tha  avaluatlon  of  anlladaant  bonua  coat-affactlvanaaa. 
In  tha  llaltad  Anqr  problan  daacrlbad  abova,  auppoaa  that  tha  aanpowar 
raqulranant  for  tha  driver  occupation  auddanly  Incraaaad  by  1000  (3,352 
aurvlvora  naadad).  Aaavtaa  that  tha  payaant  of  a $500  bonua  would  attract 
an  additional  1,128  appllcanta  In  Mantal  catagorlaa  I,  II,  and  III,  juat 
enough  to  ylald  tha  extra  1000  aurvlvora.*  Tha  alternative  would  ba 
alnply  to  aalaet  Iron  tha  appllcanta  ranalnlng  In  the  pool  1,492  additional 
Cat.  IT  (NHS)  for  anllatnant  and  aaalgnaent  to  the  occupation,  the  nunbar 
naadad  to  produce  1000  aurvlvora.  The  linear  prograanlng  technique  waa 
applied  to  ahow  which  alternative  would  auataln  the  higher  danand  fo 
driven  at  lowaat  poaalbla  total  coat.  Tha  raaulta  ahovad  that  tha  laaat 


* Thla  aaauaaa  a 70Z  aurvlval  race,  the  average  for  the  three  categorlea. 
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cost  aoltttloB  wouU  b*  to  lacrnua  tlu  nuidian  of  Cat  IT  (HRS)  at  as 
tsetaaaa  Is  total  coat  of  $8.9  aiUlon.  Tha  bonua  propoaal  aaa  abom  to 
iiwtaaaa  eba  total  coat  b;  $11.8  01111011,  elaarlp  tha  aora  azpoBalaa^ 
aolutiOB  to  tba  pioblaa.  Mtlla  thla  la  actually  a trivial  aaaapia,  it 
llhutrataa  tba  typo  of  problao  that  can  ba  atruetorad  and  raaolvad  by 
uatiq  a laaat  coat  approach  for  dataralnlnt  aalaction  ataodarda. 

Quaationa  ragardlng  tha  aoelo-aconoole  >iz  of  roerulta  can  alao  ba 
aaplorad.  Suppoaa  for  aaopla  that  tha  purault  of  aqual  opportunity 
objactivaa  roqulrad  tliat  black  accaaalona  (or  waan,  or  hl(h  aebool 
dropouta,  or  any  othar  accaaalona  group)  ba  dlatrlbutad  equally  acroaa 
all  Sarvlca  oeeupatlona.  Tha  llnaar  progranolttf  tachnlqua  can  ba  altarad 
to  ahow  how  thaaa  objactlvaa  can  bo  aatiafiad  at  tha  lowaat  poaalbla  total 
coat  eonaiataat  with  auatalnlng  all  trua  aanpowor  raqulraoanta. 

Caaparlaon  of  tba  allocation  cosatrainad  by  aqual  opportunity  objactlvaa 
with  tha  uaeonatralnad  altamatlva  atratagy  would  ravaal  tha  apaelfle  coat 
of  auatalnlng  tbaaa  goala.  It  would  pamlt  tha  ODD  to  Idantlfy  budget 
anpandlturaa  apaeifleally  aaaeelatad  with  tha  proautlon  of  aoetal  rathar 
than  atlttary  objactlvaa. 

Tba  laaat  coat  approach  lapllaa  that  tha  Sarvlcaa  would  bo  abla  to 
adjuat  aalaction  ataadarda  on  a quartarly,  aonthly,  or  avon  woakly  baala 
la  raaponaa  to  varying  conditlona  of  aupply  and  danaad.  Tha  Sarvlcaa  would 
alao  ba  abla  to  uaa  the  tachnlqua  to  ahow  for  a glvan  aat  of  occupational 
daaanda  how  aoeb  attrition  eoata  would  Ineraaaa  If  it  baeana  nacaaaary  to 
raerult  froa  an  uauaually  aaall  applicant  pool.  Alao,  It  la  poaalbla  to 
datamlnc  what  applicant  pool  alxa  would  ba  alnlaally  tufflclant  to  auataln 
aanpowar  raqulraaanta. 


I 


SalaetloB  itanUrdi  ar*  a fact  of  Ufa  In  tha  Araad  Torcaa.  Som 
fon  of  acraaolof  la  oacaaaary  aod  daalrabla  ao  lonf  aa  aora  paopla  apply 
for  aaliataaat  than  thara  ara  aacaaclaa  to  ha  flllad.  Tha  antatlng  aalactlon 
ataadarda  aueeaad  la  aupportlng  nanpowar  raqultMaata  In  all  Sanrlca  oecupa- 
tlona,  but  thay  do  not  aarva  to  dlatrlbuta  appllcanta  acroaa  oeeupatlona 
la  tha  Boat  afflclant  aannar  poaalbla.  Tha  raaulta  of  a llaltad  analyala 
of  tha  iray  aalactlon  and  aaalpnaint  procaaa  la  CT73  ahow  that  attrition 
coata  can  ba  raducad  altnlflcantly  by  tha  adoption  of  altamatlva  atandarda 
daflaad  by  a laaat  coat  allocation  atrataty,  Va  aatlaata  that  tha  appllca- 
tloa  of  thla  araluatlva  nathod  to  aneoapaaa  all  oeeupatlona  for  aach  of  tha 
four  Sanrleaa  wDula  anahla  tha  DOD  to  raddea  annual  attrition  coata  by  lOt 
to  1ST,  ur  appronlaataly  $100  Billion  annually. 

Oaa  of  varlabla  aalactlon  atandarda  for  joba  will  ba  anhancad  by 
tha  aatabllahaant  of  baale  anllataant  aalactlon  atandarda  at  a laral  low 
aaouch  to  naka  tba  largaat  poaalbla  proportion  of  tha  total  applicant  pool 
allglbla  for  anllataant.  Thla  would  Inaura  that  aoaa  appllcanta  would 
not  ha  aneludad  froa  anllataant  eonaldaratlon  uanacaaaarlly;  only  thoaa 
with  tha  graataat  potaatlal  for  job  aurwlral  would  ba  aalactad,  howaver, 
baaed  on  aalactlon  atandarda  Indicated  by  a leaat-coat  allocation  atratagy. 
Tha  groaa  adjuataanta  ylaldad  by  varlatlona  In  baale  anllataant  atandarda 
would  ba  neither  nacacaary  nor  daalrabla  once  It  bacaaa  poaalbla  to  allo-> 
eata  appllcanta  acroaa  Saralca  joba  according  to  explicit  aupply,  daaand, 
and  coat  conalderatlona  on  a job-by-job  baala. 
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(•lacttsoi  tMM  tad  Mlactlon  ctutdardt  curraotljr  oplojrad  by  tb« 

Aawtf  VstCM  to  oeroOB  opplleaota  for  onliocaaoc  and  aaalpiaant  hava 
provad  MlaquaCa  ia  aupportiap  oeeupatlcnal  aaapowar  raqulraaanta  la  tba  pMt. 
Bowavar,  tba  talactleo  proeaat  now  gaaorataa  alaoat  fl  btUioa  ia  attri- 
tion coata  aach  yaar,  tba  raault  of  aaalgnlng  aany  paopla  to  tba  wrong 
Mid  oaliatlng  paopla  wbo  abould  navar  hoaa  boon  paiaitcod  to  aatar 
oetlaa  duty. 

thoro  la  eoaaldarabla  potontlal  for  lacraaalag  tba  afflelaacy  of 
tba  oaloctlOB  and  aoalgaaaat  procoaa.  Salaetlon  taata  can  bo  rodaalgnod 
to  prodlct  Job  porforaanca  aora  aceurataly,  and  tba  foraal  ocraanlag 
procaaa  can  ba  avaluatod  to  dataralna  what  aalactioa  atandarda  will 
aarva  to  aatlafy  occupational  daaanda  for  now  paopla  at  a reduead  total 
attrition  coat.  Ihe  lattar  approach  afforda  aony  laportant  advantagea 
to  tba  Sarvlcaa,  hlgbllgb’.ao  by  tho  proapaet  of  raduclng  tba  total  annual 
coat  of  attrition  la  tba  DCD  by  approxlaataly  $100  allllon, 

Othar  advantagaa  to  tbla  approach  Include  tba  capabllltlaa  for: 

(1)  datomlnlng  how  Sorvlca  aanpower  raqulrtaenta  aay  be  eustalned 
efficiently  In  the  face  of  deficient  aa  well  aa  abundant  applicant  eupply; 

(2)  aetabllehlng  aelectlon  and  aaalgnaent  (allocation)  etrateglee  that  would 
enable  the  Servlcea  to  aatlafy  aoclal  objectlvea  with  naxlaua  efficiency;  and 

(3)  evaluating  the  coat  effectlvenere  of  alternative  pollclea  and  program 
for  auatalnlng  mnpover  requlreaenta. 
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4.  titt  Afflcltncy  cf  tb*  S#rrlc*  ccrMnlng  proe*M  •houl4  be 
«r«laat*4  on  • eoatlaulng  bagli  to  dotonin*  hm  occupotlonel  aolcctioa 
•taadardo  can  b«  adjusted  parlodleallp  to  aecaonodata  vsrping  condttloos 
of  si^plp  and  dtaand. 

7.  Eallttuant  aalsctlon  standards  should  not  bs  used  as  tba 
aachanisa  for  asking  aupplp  and  daaand  adjustasnts,  but  rathar  should  ba 

•*  *“•  posslbla  laval  to  bring  the  largest  posstbls  proportion 
of  tba  applicant  pool  under  consldaratlon  for  Uaetlon  and  asalgnaent. 

•.  Iha  pursuit  of  social  objaccivaa  should  be  avaluated  to 
datetalna  ho-t  thap  can  ba  achieved  aost  efflclantlp  and  what  costa  are 
In-rurrad  as  a result. 
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APPEKDIX  A:  S«l*ctlon  tad  AttlgraMnt  for  four  Any  Occupatloos 


An  nonlytlcnl  nothod  thnt  «pould  onAbio  th#  SorvlcAi  to  ovoluAto 
•xiotlag  ooloctlon  ■t«ndArdo  for  occupatlonj  nuAts  (1)  dAtonloA  a Mt 
of  occupAtloiiAl  cutting  ACoroA  thAt  will  AUACAln  tniA  aonpowAr  roqulro* 
aontA  in  AACh  job;  (2)  bo  flAxiblo  onough  to  doAl  with  aony  occupotlonAl 
dtaandA  AlaultAOAOUAly;  (3)  tAko  Account  of  vArylng  condltlono  of  oupply 
And  doaond  In  dAtArmining  AAlACtlon  AtAndnrdA  thAt  will  Aupport  SonrlcA 
annpovAr  TAqulrAMAotA  in  poriodA  of  doflclAnt  Aupply  aa  wall  aa  Abundant 
•upply;  (4)  ahov  how  aalActlon  atandarda  can  ba  datAiainAd  to  raduca  tha 
praaoura  on  Sarvlca  racruitara  to  attract  and  racrult  aora  appllcanta  than 
nay  actually  ba  AVAllabla;  and  (5)  daflna  tha  cholca  of  tha  **baat**  oalactlon 
ataodardo  In  tana  of  a aaaaurabla  crltarlon  of  afflciancy. 

Tha  analyala  daocrlbad  by  thaaa  charactarlatlcA  wotild  ba  alallar  to 
tha  Kavy'a  CAPER  analyala,  axcapt  that  It  auat  include  the  capability  to 
daflna  cutting  acoraa  for  nany  occupatlona  AlaultanaouAly  rathar  than  only 
ona  at  a tloka,  and  It  ahould  define  the  true  nanpower  raqulrenanta  in  each 
occupation  aa  tha  nunbar  of  aurvivora  naadad  rathar  than  the  nuabar  of 
training  graduataa.  It  ahould  Incorporate  hlatorlcal  attrition  ratea  for 
varioua  typaa  of  appllcanta,  daflnad  by  Aalactien  taat  acoraa,  to  ralata 
tha  nunbara  of  paopla  aaalgoad  to  avary  occupation  to  tha  axpactad  maibar 
of  aurvivora.  It  ahould  choose  cutting  acoraa  for  jobs  by  coaiparlng  tha 
nunbara  and  klnda  of  appllcanta  who  ara  avallabla  for  aollabBonc  and 
aaalgtoMnt  to  tha  true  nanpovar  raqulraaanta  for  avary  occupation  conpating 
for  racrulta.  Tha  analyala  ahould  enable  raaearchera  to  evaluate  altar- 
native  aalactlon  atandarda  according  to  at  least  one  waasura  of  afflciancy 
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to  Idostlfjr  « Mt  of  Job  aesndardo  that  nould  oupport  tte  Soroleo 

■iHlos  aoto  offlcloittlp  tbas  anp  othar  tat. 

Tha  tppaa  of  Isfonatlon  ra^uirad  to  parfora  tha  raquiatta  aoaluatfoo 
of  aalacttos  ttaodatda  ara  iUuatratad  In  tha  Aray  axaspla  balsa,  thaao 
ata  actual  Uatorieal  atatlatiea  for  four  Any  oecupationa  takas  frsBDOO 
eoi^tatlaad  paztosntl  fllaa.  Thay  giva  a dttailad  aceouBtisg  of  tha 
Mpply  and  dtaand  conditiosa  that  aalatad  for  thaaa  oceupatlont  during 
tha  12  assth  parlod  fros  Januaty  through  Daetabar  1973.  Statiatlea  por- 
tzaylng  dtaand  eoodltiona  ara  pratantad  firat,  ufaara  tba  trua  nanpoMar 
raqulrtaanta  rapraaant  tha  nuabar  of  raeanclaa  for  fully  quallflad  and 
raliabla  paopla  that  uara  projtettd  at  that  tiaa  in  aaeh  oceupatios  to 
support  tha  Aray  aiation. 


OCCOPATIMt; 

Infantryaan 

Drivara  (vahicla  oparatort) 

Machaniet 

Supply  elarka 

All  four  oecupationa  totallad 


mnt  KA8F0WER 

iKiBiKBmnrs; 

12.176 

2,532 

4,914 

4,201 


23.S43 


Sourea:  HAKDAC  (data  procesaed  by  GE  TDIPO) 

Is  CT73  sort  than  248,000  you'~  -an  and  uonan  appliad  for  Amy  an- 

littaant.  Including  inductaaa.  c..  thaaa,  an  attliwtad  62,000  vara 
ditqualifltd  for  anlittaent  baaad  upon  pbyaieal  and  santal  anaainationa 
(aantal  catagory  V applicants  ara  barrad  from  anliataant  by  law).  All 
of  tha  raaaining  186,000  applicants  vara  theoretically  arailabla  for 
aaaignawnt  to  all  Amy  oecupationa,  but  it  la  aaausad  that  the  134,000 
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«ho  mr*  acttully  •all«t*d  and  uaignad  to  occupatlona  othar  thaa  tlia 
(our  atudlad  hara  wara  not  aaallabla  (or  aaalgiaant  to  thaaa  joba. 

Thua  thara  vara  32,000  anllataant-alltlbla  appllcantt  avallabla  (at 
aaalfnaaat  to  bacoM  tn(antr]nMn,  drlvara,  aachanlca,  or  mitflj  elarka. 
Thla  vaa  tha  total  applicant  aupply  (or  thaaa  joba.  Aaalyala  e(  Any 
paraooaal  racorda  ahova  that  35,330  paopla  vara  actually  aaaignad  aeroaa 
tha  (our  occupatlona  In  CT73  laavtnc  16,670  anllataant>all«lbla  apfU- 
eaata  vho  vara  danlad  aallataant  In  thaaa  or  any  othar  Aray  occapatlaaa. 
Accuinta  ln(oraatlan  la  not  avallabla  to  charaetarlia  tha  lattar  gnap 
by  aantal  catacory  or  aducatlon,  but  It  vlll  ba  aaaiaMd  that  thay  vua 
all  aantal  catagory  IV  non-hlgh  arhool  graduataa,  (or  thaaa  ara  tha 
appllcanta  vhoa  tha  Aray  la  aoat  llkaly  to  dany  anllataant  iihaa  tha 
aupply  o(  guallflad  paopla  azcaada  tha  dound  (or  nav  racrulta. 

Woraatlon  la  avallabla  to  charaetarlia  tha  group  that  uaa  actually 
aaalgead  to  thaaa  occupatlona,  aa  Indicated  balow. 


Kactal 

# tflllsc^d  and  aaalgnad 

# danlad 

Total 

Cataaory 

aeroaa  tha  four  occupatlona 

anllataant 

I 

624 

- 

624 

11 

7,246 

- 

7,246 

III 

20,732 

- 

20,732 

IV  (HS) 

4,013 

- 

4,013 

IV  (HHS) 

2,713 

16.670 

19.383 

TOTAL 

35,330 

16,670 

32,000 

Sourca:  HAROAC 

(data  prociaaad  by  Cl  TZM?0) 

It  ahould  ba  racognliad  that  tha  aalactlon  atandarda  datarvlnlng 
allglblllty  for  aaalgnvant  to  tha  (our  vllltary  occupational  apaclaltlaa 


J. 
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I % 'n  ' , , V 


- 42  - 


i ’ 


Aaothar  t^p*  of  Isfonatlon  ••••ntlol  to  tha  uuljrolo  of  Mloetloa 
■taodardo  la  tba  historical  ratas  of  attrition  (Involuntary  dlachargs) 
for  tha  various  kinds  of  applicants  traditionally  aaalgnad  to  saeh 
occupation.  Dlscharga  data  for  tha  first  half  of  CT  1974  furatshsd 
by  tha  DOO  vara  analyiad  to  aatlaata  attrition  rataa  during  that  psrlod. 

Li.t  raaults  of  tha  analysis  Icdicata  the  proportions  of  each  applicant  group 
enpected  to  ba  discharged  prior  to  coapletlng  tha  evarega  anllataant  tarn, 
as  follows  (proportions  axpactad  to  survive  are  Indicated  la  paranthaaas) ;* 


Kantal 

Catatory 

Infantrynan 

Drlv«r 

Mechanic 

•«wiy 

Clark 

I 

.20  (.80) 

.29  (.71) 

.18  (.82) 

.17  (.83) 

II 

.29  (.71) 

.27  (.73) 

.28  (.72) 

.22  (.78) 

III 

.37  (.63) 

.33  (.67) 

.31  (.69) 

.33  (.67) 

IV  (HS) 

.23  (.77) 

.22  (.78) 

.22  (.78) 

.18  (.82) 

IV  (MBS) 

.J1  (.49) 

.33  (.67) 

.49  (.51) 

.49  (.51) 

Source:  HAROAC  (data  procaaaed  by  Ct  TBffO) 

Thasa  statlatlcs  show  that  tha  probabilities  of  succaaaful  parfomanca 

(and  failure)  for  each  type  of  applicant  varied  In  tha  dlffaraat  aaslgn- 
aants.  For  Instance,  Cat.  I's  tondad  to  ba  nors  suceassful  than  other 
applicants  In  aost  of  the  occupations  but  vsrs  nost  sueesssful  whan 
assigned  as  aachanlcs.  Cat.  IV's  (MBS)  tended  to  ba  least  successful 
In  ganersl,  but  thay  wars  nore  likely  vO  survive  uban  assigned  as 
drivers  than  In  any  of  tha  other  jobs. 


* The  average  aullstaen:  tern  for  Amy  accessions  for  tba  second  half 
of  CT73  was  sllshtly  below  36  aonths  ; thus  three  years  was  used  for  these 
calculations.-)^ 
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Ihe  •BsMlaaUllty  of  tru*  unpovK  rt^uiroMatu  ta  Joletlp 
dotazalsad  bp  tba  aoabars  from  aach  sroup  who  ara  aaaltoad  to  an 
eeevvattM  and  tha  attrition  rataa  Indlcatlns  tha  propartlon  of  tba 
total  that  «U1  ranaln  throogh  tha  anllataant  tan.  DOD  atatlatlea 
ahow  that  tha  uaa  of  traditional  cutting  acoraa  In  CT73  aarvad  Co 
dlatrlbuta  tha  aupplp  of  applleanta,  eharactarliad  bp  aantal  eatagorp, 
acroaa  tha  Anp  oceupatlona  In  tha  folloolng  nannar: 


CftCAsorr 

Infantrtnai 

Driver 

Xachanlc 

fcpplp 

Clark 

D«ni«d 

•nlitOMit 

Total 

*—l8nad 

X 

ASO 

77 

74 

23 

0 

624 

II 

A,4<2 

743 

1,4U 

630 

0 

7.246 

in 

10,848 

2,213 

4,IU 

3,338 

0 

20,732 

n (Bs) 

1,340 

343 

890 

1,222 

0 

4,013 

17  oms) 

1.138 

260 

627 

588 

16JZ0 

2.713 

Total 

1 Aaalgnad 

18,538 

3,638 

7,113 

6,021 

0 

35,330 

Source : HABSAC  (data  pcoecaaad  bp  CE  TOCPO) 

Thaaa  flguraa  ahov  that  tha  aolactlon  atandard  for  each  occupation 

uaa  lo*  anougb  to  anabla  Cat.  17  appllcanta  to  quallfp  for  aaalgnaant, 
but  nanp  appllcanta  In  highar  aantal  cacagorlaa  «ara  alao  aaalgnad  to 
aach  job.  Amp  raeruitara  datenlned  how  tha  highar  aantal  catagorlaa 
would  bo  aaalgnad  acroaa  tba  varloua  MOS,  and  tha  abooa  data  ahow  tha 
raaulta  of  tbalr  allocation  daclalona. 

Wth  tha  Inforaatlon  alraadp  praaantad  It  can  ba  ahown  that  thla 
allocation  of  avallabla  appllcanta,  guldad  bp  tha  axlatlng  aalaetlon 
atandatda  and  rocrulcac  judgaanc.  Indeed  eervad  to  eupport  the  true 
nanpower  requlraaenta  In  each  occupation.  Thla  la  dona  by  aultlplplng 


^-1^- 


ch*  aurvlval  rata*  for  aaeh  typa  of  applicant  tlaaa  tha  mabar 
aaalgnad  to  aaeh  occupation.  Tha  total  axpactad  niaibar  of  attrltlaoa 
la  alao  dlaplayad.* 


(Saa  tabla  on  naat  paga.) 


* Tha  ovarall  aurvlval  rataa  for  paopla  actually  aaaltnad  to  tba  four 
HOS  la  coBputad  by  dividing  tha  total  nuabar  axpactad  to  aurrlaa  by  tha 
total  nuabar  of  paopla  aaalsn«l  la  a*ch  job.  Tor  axaavla,  tha  aatrall 
aurvlval  rata  of  66Z  for  paopla  aaalgnad  to  bacona  Infantryaan  la  ena- 
putad  by  dividing  12,176  by  18,538. 


B 
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Tha  total  Mlary  axpaodltura*  Msoclatad  with  thla  allocation  of 
appllcaata,  1613,924,000  (roundad  to  naarast  thouaani),  ara  tha  aua  of 
all  aalarlaa  paid  to  aurvlvora  ovat  tha  full  anllataant  tan,  $303,948,000, 
plua  all  aalarlaa  paid  to  paopla  In  thaaa  occupatlooa  ttfao  arc  dla- 
ehargad  $107,976,000.  Tha  flrat  figure  «aa  coaputed  by  ailtlplylng  tha 
total  mabar  of  aurvlyora  tlaaa  tha  aalary  paid  to  tha  typical  aunrlvor 
throughout  tha  avaraga  Initial  anllataant  tan  of  approxlaataly  36 
■ontha.  Orar  thla  period  tha  araraga  racrult  aceruaa  a total  of 
$21,220  In  haale  pay,  haale  auhalatanca  alloaanca,  and  haalc  quartara 
alloaanea  paynanta  (tha  14S  and  lAQ  paynanta  ara  acanaad  to  rapraaant 
tha  yalua  of  naala  and  quartara  provided  by  tha  Covarnaiant  afaan  such 
alloaaneaa  ara  not  paid  dlractly  to  tha  parson)  aftsr  taking  account 
of  avaraga  pronotlon  ratca  and  longevity  Incraaaas.  Thla  dollar  flgura 
la  basad  on  official  pay  rataa  In  affact  aa  of  30  October  1973,  and  It 
appronlnatas  tha  present  dlacountad  value  of  salary  paynants  aada  to  a 
parson  enlisting  In  CT73  vho  vUl  conplata  hla  anllstnant  tan  la  CT76. 

Tha  second  flgura,  $107,976,000,  Is  coaputad  by  astlaatlng  for 
each  job  tha  avaraga  salary  paynants  accruing  to  tha  typical  parson  vho 
la  discharged.  Thla  la  a aora  cedloua  calculation  because  tha  total  salary 
aecroad  varies  with  tha  tlaa  a parson  ranalns  on  active  duty  bsfon  ha  la 

% 

Involuntarily  dlscbargad.  Tha  cost  of  a typical  attrition  vas  coaputad 
for  each  job  by  dividing  tha  sia  of  all  salary  paynants  accrued  by  all 

paopla  vho  attrltad  by  tha  total  nunbar  of  attritions.  Tha  astlaatad  / 

avaraga  costs  (unrounded)  ara  displayed  belov  as  vail  as  tha  mabar  of 
attritions  expected  in  each  occupation  and  tha  product  of  tha  tvo  figures. 


1 


B 


I'  4 

.1' 


AFraOS  >t  Tha  I.MIC  Coat  Nathod 


■aaluaelon  ot  tha  aalaction  procaaa  for  tha  four  Arap  ocei^atfoea 
ylalda  alcaroattva  aalaetlos  atandarda  that  could  auataln  tha  tnia  Baa- 
pomr  raqutraaant  la  aach  job  at  tha  alnlaua  total  coat.  Tha  aalaetlos 
airf  aaalgnaant  procaaa  can  ba  ganarally  vlawed  aa  an  allocation  pnhlas. 
That  la,  cutting  acoraa  fundaaantally  dataralna  how  aany  of  aach  kind  of 
applicant  will  ba  alloeatad  to  dlfferant  joba  in  auch  a way  that  tnia 
occupational  nanpowar  raqulrasMOta  will  ba  aatlaflad.  Tha  cuttli^  aeoroa 
aatabllahad  ovar  tha  yaara  for  tha  four  At«y  occupatlona  rapraaant  a 
particular  alloeatloa  atratagy.  Cutting  acoraa  that  would  dlatrlbuta 
appllcanta  In  a dlffarant  Banner  acroaa  the  occupatlona  would  rapreaent 
another  unique  allocation  strategy. 

If  wa  arbitrarily  choose  to  avaluata  all  possible  eoBblnatloas 
of  aalaction  standards  In  tataa  of  attrition  coats,  then  wa  can  restata 
tha  problaa  as  the  search  for  tha  particular  allocation  atratagy  that 
ai^porte  occupational  dsBanda  at  tha  lowaat  posalbla  attrition  cost, 
rnia  type  ot  allocation  problem  can  be  solved  by  using  a Batheaatlcal 
technlqued  called  linear  prograanlng.  Practically  speaking,  Che  tech- 
nique takea  occupational  aanpower  demanda,  survival  rates  and  Supply 
characteristics  as  inviolable  reatrictlona.  If  the  average  cost  of 
an  attrition  In  each  occupation  Is  also  specified,  the  technique 
cOBputes  the  total  attrition  costa  associated  with  all  unique  allocatloo 
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•trat*tl«s  that  do  not  vloloto  ebo  ntotod  roatrlctlr \a>  hj  Itaratlnn 
ooa  potalbla  atra^k^  la  eoaparad  with  aooehar  to  a .ntually  Idantlfy 
tha  particular  allocation  atratapy  that  ganarataa  t'.  a louoat  total  attri- 
tion coat.  Tha  nature  of  tha  aathaaatlcal  procedure  aaauraa  that  thla 
laaat  coat  atratagy  allocataa  appllcasta  acroaa  ocet pat Iona  In  a aannar 
that  aatlaflaa  all  aupply  and  daaand  raarrlcclona.  Oi  othar  uorda,  tha 
aaalgOMnt  of  avallabla  appllcanta  aecordlLg  to  nany  dlffarant  atrataglaa 
la  alaulatod  aathaaat'.ilcally  to  flrat  Idaotlfy  tha  particular  atrataglaa 
that  proiduca  tha  raqulrad  nuabara  of  aurrlrora  la  aach  Job,  and  aacond 

to  Identify  tha  ana  aaong  thaaa  that  ganarataa  tha  lowoat  poaalbla  total 

12/ 

attrition  coata. — 

In  tha  caaa  of  tha  Any  prohlen  of  aalactlng  pooplo  for  anllat- 
•aat  and  aaalgnnint  to  four  occupatlana  In  CT73,  application  of  the 
llaaar  prograaalng  tachnlqua  aho«n  uhat  tha  laaat  coat  allocation  atratagy 
would  hO|  dleplayod  balov. 


I 
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Suc**Xval* 

liUpect€i<J  TRUK 

Expected 
^ ^ ot 

Kate  f 

of  Survivors  REQOIRIuHENTS 

Attritions 

Infantryman 

1 

«24 

*80 

497 

127 

It 

X,848 

.71 

1,317 

531 

III 

11,520 

.63 

7,264 

4,256 

W (MS) 

4,015 

.77 

3,098 

917 

IV  (MMS) 

0 

.49 

0 

0 

TOTJO* 

18,007 

.67 

12,176  12,176 

5,831 

Drivers 

X 

0 

.71 

0 

0 

11 

0 

.73 

0 

0 

ni 

2,042 

.67 

1,377 

665 

IV(HS) 

0 

.78 

0 

0 

W(NHS) 

1.777 

.67 

1.175 

602 

TOTAL 

3,819 

.67 

2,552 

2,552  1,267 

Mer-hanlo 


1 

0 

.82 

II 

0 

.72 

in 

7,170 

.69 

IV  (HS) 

0 

.78 

IV  (NHS) 

0 

.51 

TiVTAL 

7,170 

.69 

Supply 

£U.r;c8 

I 

0 

.83 

11 

5,398 

.78 

III 

0 

.67 

IV  (HS) 

0 

.82 

tv  (NHS) 

0 

.51 

TOTAL 

5,398 

.79 

All  Four 
Occupations 

1 

624 

.80 

n 

7,246 

.76 

III 

20,732 

.66 

IV  (HS) 

4,015 

.77 

IV  (HHS) 

1,777 

.66 

TOTAL 

34,394 

.69 

0 0 

0 0 

4.19*  2,256 

0 0 

0 0 


4,914  4,914  2,256 


0 0 

4.201  1,197 

0 0 

0 0 

0 0 

4.201  4,201  1(197 


497  127 

5,518  1,728 

13.555  7,177 

1,175  917 

0 602 


23,843  23,843  10,551 


* B«caus«  ateritlcm  rates  ara  rounded  to  tvo  eignlflcant  digits,  tha  produce 
of  colt*ams  1 and  2 may  not  aqual  column  3 exactly.  _ 
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This  sllocstlon  strstsgy  Is  fssslbls  Insofsr  ss  ths  tms  «sopoi#sr  rsquirs- 
Bsnts  ic  all  four  Jobs  «tould  be  sustained  by  assigning  the  available 
applicants  In  the  Banner  Indicated.  The  nev  set  of  selection  standards 
iaqplled  by  the  lease  cost  strategy  are  stated  not  as  cutting  scores  but 
rather  as  specific  nuabars  froM  each  category  of  applicants  who  Bust  be 
assigned  to  each  Job  as  shown  in  the  following  table: 
tecrultlng  Quotas  for  Occupations 


Hsntal 

Category 

Infantryaen 

Drivers 

Mechanics 

Supply 

Clarks 

Total 

1 

«24 

0 

0 

0 

624 

11 

1,848 

0 

0 

5,398 

7,246 

111 

U.S20 

2,042 

7,170 

0 

20,732 

IV  (HS) 

4,015 

0 

0 

0 

4,015 

IV  (KHS) 

0 

1,777 

0 

0 

1,777 

Total 

18,007 

3,819 

7,170 

5,398 

34,394 

N 
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>oetnet«»  »nd  R«f«rtne«» 

1.  D«ta  on  total  DOD  •ppllcuta  for  enliataant  in  FT74  fismtshad  hy 
MASDAC  (DOD)  at  tha  raquaat  of  tha  DNC.  Kajaetlon  rata  for  applicants 
takan  fro*  MAXDAC  publication  on  Hanpover  Rasaareh  Studies,  Aoollcanta 
for  Enliataant.  (HR76-2)  July  1975.  Aceaaalons  figure  for  F¥71  aatractad 
froa  tha  Selected  Wanponar  Statlatlca  report,  OASD  (CoBptroller)  Map  1975. 

2.  R74  applicant  total  divided  bp  working  days  In  FT74. 

3.  FT74  accaeelons  total  divided  bp  working  daps  In  fT74. 

4.  Aggregate  rata  of  Involuntary  dlecharge  eatlaated  fron  retention  and 
lose  data  for  first  sla  nontha  of  CT74  furnished  bp  MASDAC  and  analysed 
bp  CE  Taspo  (report  on  Enlisted  Turnover)  uuder  contract  with  the 

no. 

5.  Ibid.  Analysis  of  cost  date  is  discussed  In  tha  DKC  staff  study, 

"The  Recruit  Screening  Process,"  by  Janes  U.  Abellcra. 

6.  Ibid. 

7.  Ibid. . survival  rates  for  select iid  Amy  occupations  by  aentsl  category 
prepared  under  contract. 

S.  The  cutting  scores  for  each  of  these  occupations  Is  90  on  the  respective 
Any  aptitude  tests,  each  with  a nean  of  100  and  a standard  deviation  of 
20.  The  specific  test  that  actually  corresponds  to  each  occupation  Is: 
Infsntrynen  - Infantry  aptitude  subtestj  Mechanic  - Motor  Maintenance 
aptitude  subtast;  Driver  - Motor  Maintenance  aptitude  aubtest:  and 
Supply  Clsrk  - Clerical  aptitude  aubtest. 

9.  Tha  average  anllstaent  tarn  for  this  period  Is  cited  at  2.9  years  In 
Briefing  Charts,  prepared  by  OASD  (M&RA),  May  1975. 

10.  The  use  of  the  linear  prograonlng  technique  In  snalytlng  and  solving  the 
selection  and  asslgnacnt  problea  In  the  Aroed  Forces  Is  discussed  In 
greater  detail  In  tha  The  Value  of  Personnel  Classification  Inforaatlon. 
by  Abellera,  Mullins,  and  Earles,  APHRL-TR-75-2 , July  1975.  The  study 
reports  the  Initial  results  of  work  sponsored  by  the  Air  Force  personnel 
research  cooenmlty.  It  Is  testlisony  that  basic  research  In  the  per- 
sonnel area  can  contribute  significantly  to  the  efficient  aanagenent  of 
aanpower  resources  In  the  Amed  forces. 
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muimum  accuracy  im  |>r«ilct&fif  auccaaaCul  pa^forwnca  is  mpmeitim 
occu^ctofia  throufhaut  tha  full  tara  af  Mliataant. 

Tha  taraleaa  ahouli  taka  atai»a  ta  avaluata  ani  altar  aalattaf  jiM 
aalactlM  ataaiaria  ia  a mmmm  chat  alU  iaaura  ainlaua  attrUloa 
ar  attrUiaa  caata  aM)act  t*  araaallta«  eeailtJona  af  aapply  aai 
iaaaM. 


OffortMitiaa  aalat  far  aMifiy  tha  racmit  acraaatat  pracaaa  Mr# 
afficiaat. 

railura  aa  iaatituta  cHapiyaa  Irt  tha  racruit  acraatilnf  pracaaa  thraufti 
laaraaai  taata  ai«i  ataniaria  vill  aiaaraaly  affaet  tha  fraapaetc  far 
auacaialftf  aiUtary  aiapiwur  naaia  ta  futura  yaara. 


‘Hm  Sarvtcaa  ahauli  taak  thair  in*hauaa  pafonaat  raaaarch  orfanl** 
cattofia  to  (1)  avaluaca  aalctlnf  aalaction  taata  to  iataraioa  thair 
accuracy  In  praiictlnf  aurvival  aaar  tha  full  anliatAjrt  tar*  in 
fiach  eccupatloftf  (2)  patfor*  coarparatira  aMlyaaa  to  aaaaaa  tha 
capahilitiaa  of  altamattra  atatlatical  tachrt^uaa  fot  Qaairriinr 
ani  validating  aalaction  inatruawnte  ralattva  to  *>ilttpla  iinoar 
raqraaaion;  O)  iavalop  prototype  taata  which  aaaura  Mariou*  ac* 
curacy^  praiictinQ  aurvival  in  5anric«  occupattona  rather  Utan 
occupational  eloateraj 


(4)  develop  software  that  will  peniit  racrultlng  organizations 
to  rsfarsnes  unlqua  tast  scores  for  every  Service  occupation 
in  assessing  an  applicant*s  job  assigneient  alternatives)  and 

(5)  prepare  planning  docusaents  that  establish  schedules  for  ] 

introducing  survival*-referenced  tests»  scoring  procedures^ 

and  corresponding  occupational  selection  standards  in  *he  4 

operational  (recruiting)  enviroiMnt. 
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(A  S«wnl  Cclcli|<i«  of  tho  Xoetult  Scrtonlng  Ftocmo  In  Cho  AimA  feieooj 

I,  nnumcTioii 

tb*  foianl  rocrult  icroontni  procoio  of  tho  Aned  Forcoo  la  a conpllcatad 
aeCtvltjF  la  lAlch  thooaandt  of  appllctnca  for  aallaCaBot  aaeb  day  ara  taatad, 
elaaalfiad,  and  aalactad  for  anltataant  and  aaalgnaant  to  apaclflc  nllitarF 
oeenpattona.  Tha  Sarrleat  aaarclaa  control  ovar  tha  proeaaa  throuth  tha 
uaa  of  aalaetlon  taata  and  aalaetlon  atandarda.  Taata  and  atandarda 
^rata  Jointly  to  datamlna  tha  typaa  of  applieanta  idio  ara  aecaptad  for 
aollstmt  and  tha  particular  occapatlona  to  ahlch  thay  ara  aubaaquantly 
aaaltnad. 

Approxlaataly  ona  of  aaary  four  raerulta  DOD-wlda  falla  to  aatla- 
faetorlly  eoaplata  tha  Initial  tan  of  aarvlca  at  a total  coat  of  alaoat 
ona  billion  dollara  annually.  In  tha  alaplaat  taraai  thla  la  cauaad  by 
tha  anllataant  of  aoaa  paopla  who  ahould  not  hava  baan  aecaptad  and  tha 
arronaoua  aialfnaant  of  othar  raerulta  to  tha  wronc  occupatlona. 

In  thla  atudy  wa  avaluata  tha  aalaetlon  proeaaa  to  aaaaaa  Ita 
atrangtha  and  waakneaaaa.  Our  purpoaa  la  to  Identify  opportunltlea  for 
Baking  conatructlva  changaa.  with  tha  focua  on  laprowlng  axlatlog  aalaetlon 
taata  and  occupational  aalaetlon  atandarda. 

Tha  critique  baglna  by  reviewing  tha  evolution  of  the  taata  and 
atandarda  the  Servlcea  uaa  today  and  tha  varloua  problaaa  that  hava  evolved 
aa  a conaequence.  Thua  wa  can  Infer  how  laproved  aalaetlon  taata  could  be 
developed  In  tha  future.  A review  of  ceaearch  conducted  by  the  Servlcea  In 
recent  yeara  auggeata  the  broad  outline  of  a nethod  for  ayatenatlcally 
altering  occupational  aelectlon  atandarda  to  reduce  aaalgnnent  errora.* 


* Thla  sethod  la  developed  and  llluatrated  In  detail  In  the  DHC  ataff 
atudy  "Job  Selection  Standarda  In  the  Anted  Foregg."  by  Janea  W.  Abellera. 
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Our  investigation  Indicates  that  the  fonaal  screening  process  has 
functioned  effectively  and  fairly  efficiently  In  the  past.  Opportunities 
clearly  exist  for  eeklng  It  an  even  »ore  efficient  process  In  Che  future, 
however. 

The  personnel  research  cowkunlty  of  the  Armed  Forces  faces  an  under- 
taking of  considerable  scope  and  duration.  The  efforts  and  InltlaClvea  of 
Che  In-house  research  functions  will  determine  Che  course  of  change  and 
therefore  how  rapidly  substantive  laprovements  In  the  selection  process 
csa  be  realised. 

11.  THI  SCREEMING  PROCESS  IN  AN  HISTORICAL  PERSPECTIVE 

For  ease  of  exposition,  the  recruit  screening  process  will  gsnerslly 
be  discussed  without  referring  to  a specific  military  Service  by  name. 

There  Is  sufficient  coaMonalicy  in  screening  practices  and  consequences 
across  the  four  Services  to  do  so  without  loss  of  clarity  or  appropriateness. 

A.  Selection  Testlns 

Servlee  aptitude  tests  provide  useful  Information  about  enlistment 
applicants  not  obtainable  from  other  sources.  The  validity,  or  relevance, 
of  aptitude  tests  should  be  measured  In  terms  of  the  relationship  between 
test  scores  and  the  likelihood  of  satisfactory  Job  performance.  Since  the 
most  comprehensive  Indication  of  job  performance  Is  success  or  failure  on 
Che  Job,  we  would  expect  a relevant  teat  to  predict  success  or  failure 
fairly  well.  A general  review  of  developments  in  selection  testing  since 
World  War  11  raises  the  question  of  relevance.  Today's  aptitude  tasts  are 
deeigned  to  predict  performance  in  training  rather  than  job  performance  in 
e broader  context.  Thue,  today's  teate  may  net  be  as  rslevant  as  thty 
could  be. 

G 


% 


i 

< 


i 

5 

i 

v; 


't 


1 


-3- 


1.  The  gvoXuttofi  of  aelection  teatlng 

Zr  the  year*  during  and  follovlng  World  War  II  each  of  cha  Sarvieea 
davalopei  and  used  its  own  screening  teats.  Aptitude  tests  were  eai- 
ployed  as  a veans  for  selecting  aaong  cnllstnent-^ligible  applicants 
for  assignment  to  particular  oecup.itlons.  This  required  the  administration 
of  a battery  of  Service  aptitude  tests  either  before  or.  If  not,  then 
Imsdiately  after  enlistsien.  to  establish  eligibility  for  specific  occu- 
pational  assignments. 

Eligibility  for  assignment  to  Jobs  Involving,  for  instance, 
mechanical  work,  was  determined  by  the  score  a person  achieved  on  a test 
purportedly  predictive  of  mechanical  aptitude.  Thus  the  qualification  of 
individuals  for  assignments  to  all  occupations  in  which  mechanical  work 
predominated  was  governed  by  the  score  attained  on  the  mechanical  aptitude 
test*  Similarly,  other  occupations  characterised  by  another  conmon  and 
essential  type  of  work  such  aa  clerical  activities,  were  grouped  together 
in  occupations!  "clusters"  corresponding  to  the  common  aptitude  required. 

This  practice  continues  today,  although  the  various  aotitude  tests  have 
been  periodically  refined  over  the  years. 

In  1948,  the  Services  began  the  Joint  development  of  the  Armed  Forces 
Qualification  Test  (AFQT).  Hade  operational  in  1950,  the  AFQT  remained 
for  more  than  20  years  the  only  coosK>n  test  administered  by  all  four 
Services.  The  AFQT  was  designed  to  predict  suitability  for  general 
military  service.  In  content,  it  contains  four  types  of  items:  word 

knowledge,  arithmetic  reasoning,  spatial  perceptions,  and  knowledge  of 
tool  functions.—^  AFQT  scores  are  traditionally  grouped  into  five  categories. 


*The  term  "item  refers  to  a test  question  and  the  range  of  possible 
responses,  normally  in  a multiple-choice  format,  with  only  one  correct 
response. 
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category  I through  category  V»  froa  highest  to  lowest.  These  sre  often 
called  aeotal  categories  because  the  A?QT  score  provides  a relative 
"measure  of  the  general  mental  ability  possessed  by  an  Individual.  Slnue 
Its  Inception,  people  achieving  a percentile  score  below  10  on  the  AFQT 

y 

(mental  category  V)  have  been  Judged  unsuitable  for  enlistment.  Tests 
for  measuring  broad  work*rclated  eptltutdes  were  used  by  the  Services  to 

further  screen  applicants  who  tested  in  the  lower  range  of  acceptable  AFQT 

3/ 

scores,  mental  category  IV,  to  determine  enlistment  eligibility. 

In  January  1976,  all  four  Services  began  using  the  Armed  Services 

Vocational  Aptitude  Battery  (ASVAB)  of  tests  to  measure  applicant 

1/ 

aptitudes.  This  test  battery  also  features  Itsm  components  of  the 
AFQT  so  tlwt  classification  according  to  mental  category  can  continue 
without  resorting  to  the  administration  of  a separate,  additional  tear,. 

As  with  predecessor  testa,  ASVAB  test  scores  measure  aptitudes  for  general 
classes  of  work  rather  than  for  specific  occupations.  In  this  sense  each 
occupation  la  made  to  '^flt**  one  of  the  various  aptitude  tests,  based  on 
(1)  the  sure  knowledge  that  the  applicable  test  will  at  least  predict  job 
performance  better  than  any  of  the  other  aptitude  tests  used  for  their  re- 
spective occupational  clusters,  and  (2)  the  hope  that  the  test  will  predict 
Job  performance  tolerably  well. 

If  the  actual  relevance  between  test  results  and  J^h  performance 
must  be  expressed  merely  as  a hope.  It  Is  because  no  single  test  Is 
designed  to  predict  Job  performance  In  e tingle  occupation.  There  ere 


two  reesoae  for  thla.  Flret,  aptitude  teats  are  by  careful  design  In- 
tended to  provide  prediction  for  several  or  many  occupations  simultaneously. 
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tetml  parfonunc*  M th*  job  1(  net  th*  erttartoa  that  aslating 
taata  yradtet.  T»  iiaiarataad  how  Satvlea  taatiai  for  oceu' 
patlOMl  aaatrioBta  eoul4  hava  attaiaad  ica  eurraat  atatua  witfeoat 
awr  taeasiag  4tractlf  oa  tha  pra41ettaa  of  actual  jek  pa'foraaaea,  wa 
Mat  ravlaw  tha  aftltuda  taut  dawalepwant  procaaa  la  tha  Araad  Fereaa. 

1.  Mew  Satvlea  aotttuda  taata  haaa  baan  daMlopaj. 

Ooar  tha  aa*t  Taara  tha  taivUaa  hava  Mda  Fto{raaataaly  aora 

aafhtatieatad  uaa  of  paMll-aad-paFar  taata.  Tha  elaaaifteatlim  ot 

aaliataaa  accetdlag  to  waatal  catafoiy  eoatrlbutad  la  a uat«|ua  wajr  te 

thta  trowth.  la  tha  aarly  ItSO'a,  tha  laiwtcaa  feuad  that  although  tha 

lowaat  atntal  group,  aaatal  eacagorjr  V appllcMta,  wara  aada  lagally 

taattgibla  for  anllataaBt,  aaap  aaatal  category  IT  paopla,  the  next 

lowaat  group,  wore  anllatlag  and  aubaaguaatly  falling  to  parfora  aatla- 

factoTlly  la  foiaal  training  prograM.  Saahlag  a aaaaa  for  dlatlngulahlng 

baewaan  potantlalljr  auccaaaful  and  uaauccaaaful  aental  eatagory  IV  appll* 

canto,  tha  Sarvlcaa  uaad  aptitude  taata  to  Idantlfy  thoaa  anllataant 

caadldataa  with  low  aantal  ability  who  aavarthalaaa  ahowad  potantlal  for 

aatlafactorlly  porferalng  at  laaat  one  of  tha  broad  catagorlaa  of  work 

5/ 

charactarlilng  aoao  Sanrlca  eecupationa. 

The  oaa  of  aptltuda  taata  afforded  aeae  cenfldanca  that  low  Mntal 
ability  paopla  achlarlng  high  teat  acoraa  would  ba  endowed  with  tha  daalrad 
aptltuda  to  a greater  extant  than  tha  lew  aeorara  and  tharafora  would  ba 
■ore  likely  to  auecead  In  joba  praauned  to  ragulra  tha  aptitude.  In  thla 
nannar  the  baalc  allglblllty  of  aantal  category  IT  people  for  anllataant 
, could  ba  daflnad  te  exclude  thoaa  who  failed  to  ahow  adequate  aptitude  for 
any  of  the  general  claaaaa  of  Service  Joba. 

Thla  thinking  extendad  to  tha  aalectlon  of  people  In  higher  aantal 
catagorlaa  aa  wall,  although  ferMlliad  In  the  articulation  of  aoaclfle 
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occupational  aalectlon  acandarda  rather  than  In  baalc  reatrlctlona  on 
anllataent  eligibility.  Hare  the  aptitude  aelactlon  concept  had  the 
tana  practical  ■aanlng.  That  la,  people  who  aaocd  to  have  little  aptitude 
for  a certain  kind  of  work  ware  not  aaalgncd  to  that  work. 

The  continuing  darelopnent  of  thaae  taata  borrowed  haawlly  froa  both 
the  accuaulated  cxpartlaa  of  the  Bllltary  peychologlcal  reaearch  coMunlty 
and  the  aaperta  of  the  civilian  academic  coaeunlty,  where  tbla  anbjcct  wee 
alaoat  the  axclualva  doaaln  of  reaearch  paychologlata.  A typical  aptitude 
teat  wee  dealgned  by  flret  recognizing  that,  for  asaeple,  faalllarlty  with 
eoaaon  tool  ehapea  and  tool  functlona  auggeetad  aoae  axperlance  and  pre- 
dlapoaltlon  for  nachanlcal  actlvltlee.  Quaatlona  dealing  with  tool  ahapea, 
Cool  funecloni,  and  other  nachanlcal  aattera  were  aelactad  for  uaa  In  a teat 
uaed  to  naaaura  nachanlcal  aptitude.  Teat  quaatlona  to  naaaure  other  klnda 


of  aptitude  were  Identified  In  the 


Intuitive  and  coanon  aanae  nanner. 


ao  aa  Co  have  the  hlgheac  poaalbla  face  validity.*  Job  daecrlptlona  ware 
asenlnad  Co  narrow  the  choice  of  potentially  relevant  ttana. 

The  neat  and  parhapa  Che  noat  Inportanc  atep  In  tha  teat  davelopnant 
proceaa  Involved  the  uaa  of  technical  achool  training  acoraa  for  validating 

V 

th«  tcstfg  or  IfiitnaDcnrs.  Trolniog  ocoroo  wore  th«  nuMrlcaX  ratlogt 
that  aiawarlxad  tha  ralatlra  parforvanca  of  iodlTlduala  io  tha  aeadMic 
atnrlrooBant  of  adrancad  foraal  training  for  Sarrlca  occupatlonae  Tha 
typical  training  acora  conalatad  largaly  and  aoaatlaoa  asclualTaly  of  a 
atudant'a  parforaanca  on  tha  aajor  pane  ligand -papar  axaalnatlon  adalnlatarad 


* Tha  tan  "faea  yalldltj'*  la  tiaad  by  taat  paychologlata  to  charactarlsa 
a taat  quaatlon  vhlch  la  aaatnad  to  corraapond  to  a particular  attrlbuta 
bacauaa  auccaaa  in  anawarlng  tha  ^uaatlon  appaara  obrloualy  ralatad  to  tha 
attrlbuta. 


at  tiM  KiS  of  tha  tachnleal  tralslng  eouraa.  Tha  training  acsta,  tapta- 
tasting  a aattnraUa  etltarlon  of  ralatlaa  patfonuutca,  albalt  aeadanle 
partonanea,  «aa  raeordad  and  atatlattcallp  eorralatad  «lth  tha  aptituda 
Koraa  achlaaad  hy  racrultt  on  tha  approprlata  Inatrtaant. 

Tbla  anahlad  rataarehara  to  Idantlfy  Itasa  eorralating  aoat  highly 
with  tha  training  tcora  eiltarlos.  Aaong  500  poaalbly  ralavant  Itaat, 
tha  50  ttaaa  tor  which  tha  aubjaeta'  right  and  wrong  anawara  wart  aoat 
atrongly  aaaoelatad  (atatiatically  eorralatad)  with  aiAaaguant  high  and  low 
training  aeoraa  wara  aalaetad  tad  incotporttad  into  tha  aptieoda  tatt.  Thla 
gaaa  atatlatlcal  aatnranea  that  tha  aeoraa  aehltwad  by  Indlvldaalt  on  thla 
aptituda  taat  mold  aora  aecurataly  pradlet  tha  training  aeoraa  later 
aehiawad  than  any  other  poaalbla  eo^lnatlon  of  avallabla  teat  iteu. 

In  txanlnlng  tha  lapllcatlona  of  thla  approach.  It  la  laportant  to 
reallia  that  the  dcaelopnent  and  validation  of  Service  aptitude  testa  In 
term  of  naTlwii  accuracy  in  predicting  a Job-relatad  aeaaure  of  perfomance 
auch  aa  a training  score  enjoyed  wide  acceptance  for  both  practical  and 
theoretical  reasons.  Current  as  well  aa  historical  training  score  infor- 
■atlon  for  a large  population  of  subjects  was  readily  available,  a key 
consideration  In  a large-scale  statistical  research.  Thla  enabled  re- 
searchers to  utilize  the  growing  statistical  capabilities  of  high-speed 
cowputars. 

It  afforded  another  advantage  In  that  training  score  results  could 
be  clustered  to  correspond  to  the  conceptual  clustering  of  occupations. 

This  was  done  by  assuming  that  a training  score  of  80,  for  instance.  In 
one  occupational  training  program  had  the  same  meaning  as  a score  of  80 
achieved  by  enlistees  assigned  to  occupational  training  programs  for 


of  too  TCoolM  of  OB  laltlol  toot  to  prodlet  tho  roiolta  of  • 

lator  toot,  • eoaBon  ood  aceoptad  aoalptleal  practlca  lo  tha  fiald  of 
taat  papeholoip. 


3.  Daf^lanelaa  tn  aotttuda  taita  today. 

Tba  precadinaa  for  davaloplnt  aptltoda  taata  haaa  not  ehantad 
aarkadlp  ovar  tha  paara,  ascapttns  tha  latrodoetlon  of  tha  atatlatleal 
tMlmlqiia  eallad  raftaaalen  aaalpala  In  eonatrueting  and  aalldattof 
pradletlaa  Inatnauta.  fav  ttafnlag  profraaa  todap  ralp  aaeloaiaalp 
on  panell-and-papar  asaadnatlona  to  naaaora  ttalnlag  patfonanea.  Tha 
pTotraaalaa  gToath  of  patfonanea  taattng,  aalf-paead  Inatraetloa,  haada- 
on  daBooattatlon  In  job  training  prograaa,  and  tha  avalaatlon  of  training 
through  occupational  taak  analpala  hava  eontrlbutad  to  laproaaamta  in 
tha  ralavanca  of  training  to  Sarrlca  joha.  Aa  a conaaquaoca^  tha  training 
aeora,  tha  conpoalta  of  aavaral  fona  of  araluatlon,  no  longar  Maauraa 
onlp  aeadanlc  patfonanea.  Howaaar,  fonal  training  prograaa  for  aoat 
occupatlona  contlnua  to  aaphaalca  aeadanlc  aetlaltlaa.  and  aaaauraa  of 
partoraanca  raflaetlng  claaarooa  akllla  In  larga  dagraa  raaaln  tha 
doalnant  coaponant  of  training  aeoraa. 

Uhlla  auceaatful  parforaanca  In  tha  aeadaalc  anvlronaant  of  oceu- 
patlonal  training  appaara  to  bo  a nacaaaarp  praraqulaita  for  auccoaaful 
parforaanca  on  tha  job,  pradlctlng  tha  foraar  la  not  tha  aaaa  aa  pra- 
dlctlng  the  lattar.  Aa  will  ba  aaan,  taata  conatructad  to  pradlct 
training  aucceaa  do  not  naeeaaarlly  provlda  the  aoat  accurata  poaalbla 
pradlctlona  of  job  aucccaa. 
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Th*  (Incul^r  aatMct  of  tru*  job  porfoTauteo  that  Sortie*  optltod* 
toot*  aaoour*  lo  on'i  laportont  concom.  Id  goiorol  It  caa  b*  aald  that  only 
Indlvtduala  oho  ara  both  truly  wUllng  and  truly  abla  to  porftru  aatlofactorlly 
on  tha  job  will  actually  auccaod,  Poopl*  who  ara  net  oUUag,  or  ar*  not 
abla,  or  ar*  oolthor  wllllot  nor  abl*  will  fall  In  tha  job.  Iba  bom  la 
trua  for  auceoa*  and  fallur*  In  training,  but  rolatlt*  to  parforoonc*  on  tha 
job,  training  auccoaa  la  ganorally  dattmlnod  lot*  by  aotlvatlooal 
faetora  and  aor*  by  aptltudlnal  factor*  and  acadaolc  akllla.  Ihraal  training 
pregraa*  ar*  highly  atneturod  onrlronoMOta  whor*  •nllatoo*  bap*  Uttl* 
latltud*  for  acting  lodopoadontly.  Inataad  thay  tpand  tbalr  tin*  eoatlno- 
oualy  laamlng  and  praparlng  for  claaarooa  asarelaa*  and  cualnatlona  undar 
tha  eloo*  auporrlalon  of  orparlancad  training  Inatructor*.  Oraduataa,  thoaa 
who  auccaoafully  coaplat*  fonal  occupational  training,  nay  tary  wall  b*  abl* 
to  handl*  tha  taaka  of  tha  job  In  tha  field  a*  atldoncad  by  tbalr  aurvlttl 
through  formal  training,  but  thalr  Intareota  and  aotlwatlowa  alao  ultlmataly 
datarmlna  which  among  Cham  will  parform  ouccoaafully  In  tha  job  ewmr  tlm*. 

Thoaa  who  ar*  abl*  but  not  willing  avontually  fall. 

If  It  la  ganorally  trua  that  atrong  motivation  can  b*  aabatltutod  to 
aom*  oxtant  for  ability,  than  thore  nuat  b*  aom*  poopl*  idio  fall  In  formal 
training  for  want  of  tha  opoclflc  abllltlaa  raqulrad  la  tha  claatrocm  but 
whoa*  aptltud*  and  wllllngnaoa  togathor  would  carry  thaa  tbro^h  tha  job 
auccaaofully  war*  thay  to  aurvlv*  through  training,  lot  bacaw*  tha 
aalactlon  of  applleanta  for  aaalgnnant  to  an  occupatloa  la  datamlnad  by 
judgnant*  about  tha  aptltud*  laval  raqulrad  to  aoaur*  aaecaaa  In  formal 
training  only,  auch  poopl*  ar*  normally  aacludad  froa  aaolgamant  conaldaratlon. 


Wa  CM  rMltatteally  pranaa  that  elaaarooa  occupational  tcaisliit 
bpatfactlp  ptapatoa  tha  anllataa  {or  aubacfuant  on-tha-job  parfoTaanca. 


It  (eUoaa  that  for 


indlTlduala  aueeaaa  in  training  will  not  aaauro 


aatiafactorp  'ob  porforaanea,  nor  doaa  failure  la  training  nacaaaaril; 
laplp  for  othara  that  thap  would  ba  unable  to  parfoia  aatiafactorllp 
on  the  Jab  if  given  tha  opportunltp  to  prograaa  bapond  the  aeadaaic  an- 
vlronaant  to  the  field.  Ho  aaanlngful  Inforaation  about  tha  on-the-job 
parfocaaaca  of  training  (aeadaaic)  failurao  la  available  bacauaa  few  if  anp 
are  pecalttad  to  raaain  in  that  oecupatlon.  But  aueeaaa  In  training 
followad  bp  failura  in  the  field  la  a eeaonplaca  event  in  virtuallp  all 
Service  oeeupationa.  Bvidantlp  it  ia  unreaeonabla  to  aiataa  outright  that 
porforaanea  in  training,  a fora  of  laparfaet  aeraaning  aa  well  aa  a aklll 
davolopaant  and  learning  proceaa,  ia  an  adequate  prorp  for  Job  parforaanea. 
Tha  affect  of  aalactlng  people  for  aueeaaa  in  training  aap  ba  to  deliver 
aoaa  training  graduataa  to  tha  Job  who  will  not  parfora  aatiafactorllp. 

The  problaa  ia  eoapoundad  in  the  eatant  to  which  the  dcaanda  on  tha 
abilitlaa  of  people  la  training  aetuallp  aacaad  or  fall  ahort  of  tha  real 
iTir— *-  of  tha  Job.  Thin  can  happen  whan  foraal  occupational  training 
cannot  ba  dealgnad  to  perfaeclp  aateh  the  dagraaa  of  profleiancp  required 
in  tha  occupatlen.  Perfect  aatehlng  la  aaap  to  eoncalve  of  but  difficult 
to  practice.  Virtuallp  avarp  foraal  training  prograa  devlaad  bp  aan  will 
fall  to  achieve  abaoluta  parltp  with  tha  enauing  dcaanda  of  tha  Job. 

Hhan  the  atandarda  of  acceptable  parfomancc  in  training  exceed 

tdiat  la  required  In  tha  field,  ovar-abla  people  are  graduated  and  aoaa 
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mlnlBally  abl*  but  nonathalaa*  accaptabl*  paopla  ara  allalaatad  la  tralalnt>* 
Whan  tba  job  la  raallp  aera  daaamlltn  tbaa  tha  tnlalati  aM  paopla  laeklnf 
tha  raqulalta  abllttiaa  ara  gradiiatad  (eartlflad  aa  abla)  aaly  to  fail 
oa  tba  job  latar.  In  altbar  eaaa  aa  aptltuda  taat  apoelflcallp  daalgnail 
to  prodlet  actual  parfonaaca  oe  tha  job  vlth  aarlawi  aecocacr  »U1  plaid 
dlffaraot  raaulta  tbaa  aa  aptltuda  taat  rafaraaead  oa  tralafag  acoraa. 


Farhapa  tha  graataat  ahorteoalag  of  ualag  tralalaf 


I aa  tha  pro* 


dletloa  crltarloa  rathar  tbaa  oa*tha>joh  parforaaaca  la  raallaad  obaa  tha 


daaoada  of  aa  oeeupatloaal  tralalag  prograa  vary  i 


at  la  tha  wpaa 


of  abUltlaa,  rathor  thaa  tha  dagraao  of  proflclaaep,  ragitfToi  for  aatlo* 
factory  parforaaaca  la  tha  job.  Milla  tha  tralaleg  corrlcolaB  aphaalaaa 
tha  aqulaltloe  of  a cartala  aat  of  akllla  aad  kaovladia,  tha  aaphaala  oa 
tha  job  aay  ba  qulta  dlffaraot,  appllcaria  aro  aalactad  for  aaalgsaaot 
to  tha  occupatloB  bacauaa  thay  ara  ahova  to  poaaaaa  tba  klada  af  abUltlaa 
aufflclaot  to  parfora  aatlafactorUy  la  tralalog  but  aat  aaeaaaarUy 
aufflelaat  for  auccaaaful  parfotaaara  oa  tha  job.  la  thla  altoatloo  oaaa 
appllcaata  ara  barrad  froo  aaaltaorar  to  aa  accupatloa,  aat  bacauaa  thay 
uould  ba  uaabla  to  laara  aad  parfora  tba  uaha  of  tba  job,  tot  rathar 
bacauaa  thay  could  aot  acquire  tha  akllla  aaphaaliad  la  tralala(.  Oa 
tha  othar  haad  thara  ara  aoaa  paopla  aaalgaad  to  tha  occi^atlnB  i*o  awecoad 
la  tralalag,  aa  thalr  aptltlda  taat  acora  ladleatad  thay  eaald,  but  faU 
OB  tha  job. 

a Qua  aaaivla  la  a particular  forual  tralalag  prograa  lAlch,  to  accoo- 
aodata  tha  aathod  of  loatructlon,  dauanda  eetaldarabla  atudaat  facility  la 
raadlot  and  axtaaalTO  taat-takln*.  Tha  corraapondlog  aptltida  taat  llkaly 
aaaauraa  thla  ability  aithar  directly  or  ladlraetly.  If  tba  job  doaa  aot 
really  require  thaaa  akUla  to  aay  algalflcaat  dagraa,  tbaa  tradoatoa  will 
ba  orar-quallflad  for  tha  job  aad  othara  will  ba  oaaacaaaarUy  allulaatad 
freu  tralalag. 
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tte  kciaf  dtseuaslos  of  Sotvleo  pneodutoo  for  doroloplac  aptitod* 

CMto  roroalo  the  maoroua  «■;«  In  uhleh  tho  doolpn  of  optltada  toots 
aaaaeaooarilp  erootaa  tbs  potantlal  for  alcelasalfTinc  poopls  for  oeeops- 
tionol  sasl(aaoats.  this  potantlal  Is  raalliad  insofar  as  (1)  salaetion 
taats  asaaora  aptitudsa  to  tbs  aselnslon  of  applicant  aotlrsttona  and 
iatsraata  ralavaat  to  sueeaaa  In  tba  Job,  (2)  aptltoda  tests  arc  eonatmetad 
to  nor lairs  seenrata  ptadletlon  of  apgrapata  tralnlnp  porforaanea  for  aa 
oeeopatlonal  eluatar  ratbar  than  for  aseb  of  tba  eoaponant  oeci^atlona, 

(3)  trainlas  dMands  darlata  froa  tba  actual  dManda  of  tba  Job  la  tarns 
of  datraa  of  profleianey  rsqnirad,  and  (4)  training  daaands  darlats  froa 
tba  daaands  of  tbs  Job  la  taxaa  of  tbs  tppaa  of  skills  aad  fcnovladga  rs- 
gttlrad  for  proflelanep.  tba  broad  offset  la  dagradad  aeeursep  In  pra- 
dlctlag  on-tba>Job  parforaanca,  soeeass  or  fallora,  of  applicants  smU* 
abls  for  aaalgonant  V>  (srvlea  oeeupatlooa. 

It  Is  laportant  to  roallas,  hoaarar,  that  arrorlssa  long-rangs  pra- 
dtctlon  of  individual  huaan  bshavlor  la  not  for  aortala,  Aggragsta  buaan 
babavlor  can  bs  sonavbat  prsdletabla,  but  only  within  Halts,  tba  practical 
eonaldaratlona  which  Halt  tba  accuracy  of  Job  parforaanca  pradletlon  with  any 
eoocalvabla  Sarvlca  salaetion  test  ara:  (1)  tba  daaands  of  an  occupation  oftan 

ebango  over  tins,  asking  both  tba  salaetion  taata  and  tba  corraspondlng  trainii^ 
prograa  lass  ralavant  until  aach  can  ba  rsvlsad  accordingly,  (2)  Many 
Ssrvies  occupations  ara  coapoaad  of  nuasreus  sub-occupations,  aach  par- 
eaptlbly  dlffsrant  froa  tbs  otbars  la  tarns  of  tba  skills  sod  knowladga 
ssaantlal  for  adaquata  parforaanca;  thus  no  single  salaetion  taat  can 
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proTld*  ucuracp  of  prodlctlos  for  uch  aad  arory  aab  aceiipatton 

(3)  In  tha  Aiaad  Forcta.  a paraon'a  occupation  and  tha  datraa  It  aatchea 
hla  or  bar  abllltlaa  and  InCaraata  ara  only  aaong  aany  laportaat  factora 
that  eonaplra  to  datamlna  auceaaa  or  fallura  In  tba  flald;  a«aa  a 
parfact  allgnMnt  of  tba  paraon  to  tha  charactarlatlca  of  tba  mk  caanot 
aaaura  auecaaaful  parforaanca. 

fubjact  to  thaaa  llnltatlona  It  iflll  navar  ba  poaalbla  ta  pi  bayond 
pradtetlons  that,  aaong  appllcanta  vbo  achlava  a high  acorn  on  tba  baat 
poMlbla  aalaetlon  taat,  a larger  proportion  will  auccaad  on  tha  Jab  »b»« 
tba  proportion  auecaaaful  aaong  thoaa  who  achlava  a Inunr  tact  Mara. 

■van  00,  racognlilng  that  aoaa  potantlal  for  arrora  la  built  la  by  tba 
taat  davalopaant  procaaa  Itaalf , va  can  charactarlia  tba  tuo  Mjor  fona 
la  which  thaaa  daflclanclaa  aanlfaat  thaaaalvaa  oparatlonally.  It  tha 
racrultlng  laval,  aaong  tha  paopla  uho  achlava  ncoraa  on  aalat-tag  aptltuda 
taata  that  naka  thaa  allglbla  for  aaalgiaant  to  an  occupation,  tba  pro- 
portion who  will  latar  auccaad  In  training  and  on  tba  Job  la  aat  aa  high 
aa  It  could  ba.  At  tba  training  laval,  tha  proportion  of  tralnlag  graduaeaa 
oho  nlll  go  on  to  auccaad  on  tba  Job  1a  not  aa  high  aa  It  could  bn.  Aa 
Sarvlca  aalaetlon  taata  ara  nada  nora  ralavant  (predict  Job  paefatMnea 
nora  aecurataly),  nora  of  thoaa  appllcanta  oho  ara  truly  eapabla  of  auccaaa- 
ful  parforaanca  In  aach  occupation,  and  faonr  truly  Incapable  paaplo,  will 
ba  aalactad  for  onllataant  and  aaalgnaant. 

••  Cutting  Scoraai  Tha  Choice  of  Salactlnn 

A aalaetlon  atandard  la  a cutting  acorc  la  tha  parlanca  of  taat  aad 
naaauranant  theory.  Cutting  acoraa  operate  to  datamlna  eligibility  both 
for  nnllataant  and  for  aaalgtMat  to  ovary  Service  occupation.  Salaetlon 
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Mat*  n<  sattiag  testa*  totathar  eraptlaa  tha  tonal  aalaetlos  ptocat*  bp 

lAleh  taenlta  at*  aalaetad  froa  tha  pool  of  applteant*  and  dlatributad 

Mtoaa  tha  vatlon*  Satrie*  occupation*  «hleh  eoapoM  for  oa«  paopl*.  It 

1*  a dpaaale  pcocaaa  Insofar  aa  (1)  tha  supply,  tha  nuMtra  and  kinds  of 

applleat*  avallabla,  vary  uldtly  froa  ytar  to  yaar  and  aonth  to  aonth 

ulthln  sack  yaar,  and  (2)  tha  daaand,  tha  mabara  of  na«  paopl*  ra^ulrad 

la  arary  occupation,  is  constantly  floetuatinc  orar  tla*. 

Ovar  tha  yaar*  tha  Sarvlc*  hold  cutting  *000**  for  aoat  occupations 

constant.  Hovavsr,  standards  dataralnlng  basic  enllstnent  allglbUlty 

7/ 

were  raised  and  lowered  frequently.  This  aablvelence  derived  froa  the 
Service’s  dealra  to  aalntaln  Internal  stability  In  the  fact  of  constantly 
varying  condition*  of  supply  and  deaand.  The  Service  held  occupational 
cutting  scores  constant  In  order  to  stabllla*  training  prograaa  and  occu- 
pational Banning  levels.  But  to  capture  the  highest  possible  caliber 
of  people,  Che  Service  varied  standard*  for  enllstaent  sllglblllty  In 
response  to  long-tern  increases  and  decreases  in  the  supply  (the  nuabers 
and  kinds)  of  applicant*  asking  thenselves  available  for  enllstaent. 

In  the  AVP  recruiting  snvlronaent,  it  Is  questionable  that  this  will 
afford  the  nost  efficient  or  effective  aeons  for  reconciling  the  dual 
objectives  of  continuing  Internal  stability  and  aaxlaua  recruit  quality. 
The  approach  was  predestined  by  the  Service  view  that  uniformity  In  the 
caliber  of  people  continuously  assigned  to  each  occupation  la  the  key  to 
long-run  stability  In  the  force  overall.  The  nanlpulatlon  of  the 
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rul*s  tovarnlng  anllataMit  •lltlblllty  rMalnad,  by  default,  aa  tha  only 
affactlva  Mana  for  adjuatlng  to  varytot  eondltioaa  of  anratata  aupyly 
and  danand.  To  undaratand  ho»  thla  approach  palnad  aeceptaaca,  It  la 
uaaful  to  axaalna  ho«  tha  cuttlnc  acoraa  uaad  today  for  Sarrlca  joba  aura 
ortilnally  daaalopad. 

1.  Tha  aaolutlon  of  cuttlnn  acoraa  for  occupatlona. 

Tha  uaa  of  cuttlnt  acoraa  to  datamlna  aaalgnaant  allglblllty  par- 
allad  the  evolution  of  pancll-and-papar  taata,  and  for  good  raaaen.  ga  It 
bacaaa  faaalbla  to  dlaerlnlnata  aaong  anllataant  applleanta  on  tha  baala  of 
aptitude  teat  acoraa,  tha  naad  to  aatabllah  appropriate  catting  acoraa 
laaadlately  aroaa.  Tha  uaa  of  aptitude  taata  for  aeraaalng  aantal  category 
IT  applleanta  In  particular  to  datamlna  enllataent  allglblllty  auggeatad  a 
fairly  atralghtfomrd  aolutlon,  l.a.,  ehooaa  a cutting  acora  on  each  aptitude 
teat  that  generally  corraaponda  to  tha  teat  acoraa  attained  on  tha  aaaa  taat 
by  higher  aantal  category  people.  Mental  eatagery  IT  applleanta  uho  daa- 
onatratad  they  poaaaaaad  at  laaat  one  aptitude  In  a degree  eoaaanaurata  with 
avaraga  and  above  average  applleanta  (aantal  catagorlaa  III  and  abovo)  wara 
accepted  for  anllataant  and  aaalgnad  to  an  occupation  In  vhlen  tha  daaon- 
atratad  aptitude  war  thought  to  be  aaaantlal  for  auceaaafnl  parfomanca. 

In  that  occupation  It  vaa  aaataMd  that  a aantal  eatagery  IT  Individual,  by 
virtue  of  a particular  relevant  aptitude,  would  ba  capable  of  at  laaat 
avaraga  parfomanca  relative  to  hlgtiar  aantal  category  racrulta.  Thla 
caaual  but  quite  practical  approach  to  aatabllahlng  cutting  acoraa  alght 
have  workad  wall  In  a recruiting  aavlronnant  wham  applleanta  for  anllataant 
wara  auppleaantad  with  Inductlona  to  aaet  accaaalona  geala.  However,  Che 
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eliolc*  of  tho  rt^t  eotting  acoro  for  oecapotlooal  — oignoant  allglblllt; 

^aa  eonfouodad  iy  tha  apr' 'cation  of  cha  ataodard  to  all  anllatmant  appll- 
casta  ragardlaaa  of  aancal  catagory.  Thla  praaantad  tha  Sarrlca  vlch  a pair 
of  dilaaua,  tim  raaolution  for  ahleh  aatabllahad  tha  catting  acorea  for  Sarrica 
Joba  that  raaain  largaly  unchanged  to  thia  day. 

2.  Difficultiaa  in  choeaing  tha  baat  cutting  acoraa. 

Aftar  firat  dataraining  tow  occupationa  ahould  ba  elnatarad  according 
to  tha  typo  of  aptitude  roguirad,  it  baeaaa  euidant  that  tha  nuabara  of 
people  needed  to  aatiafy  aggregate  aecaatiena  raguiraaanta  for  each  eluatar 
of  Joba  exceaded  the  nubbar  of  all  applicanta  eho  achieyed  high  acoraa  on  the 
relevant  aptituda  taat.  Sona  occupationa  would  tharefore  have  to  accept 
aouM  anllataea  who  danonatratad  only  average  aptitude  on  the  taat.  To 
raaolve  the  dilcaaa>  tha  occupationa  in  each  eluatar  were  aobjcctively 
evaluated  and  then  rank-ordered  within  the  eluatar  according  to  the  relatlva 
daaanda  for  the  required  aptitude.  In  general > occupationa  thought  to  be 
■oat  difficult  ware  ranV.ad  hlghaat  and  tha  leaat  difficult  loweat.  Tha 
■oat  difficult  occupationa  were  awarded  the  hlgheat  cutting  acore,  and  lower 
acorea  ware  awarded  to  occupationa  of  laaaer  difficulty.  Care  waa  taken 
to  Inaure  that  cutting  acorea  were  dlatrlbuted  throughout  the  eluatar  in 
a iwmer  that  aaaured  enough  applicanta  with  average  or  above  average  aptitude 
would  ba  available  to  fill  each  occupatlon'a  nonal  requiranent  for  new  people. 
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Tba  Hcond  dllow  im«  ralatad  to  tho  flrot.  Whllo  Mch  toot  woo 
doolgnod  to  Moouro  o unlquo  optltudo,  aon^  oppllconto  who  ottolnod  high 
ocoroo  on  ono  toot  «Mto  found  to  ocoro  oquolly  high  on  ono  or  oovorol  othor 
tooto.  Ukoirloo,  oMny  pooplo  ottolnlng  on  ovorogo  ocoro  on  ono  toot 
woro  llkoly  to  ochlovo  eoaporobla  ocoroo  on  tho  othor  optltudo  tooto. 

Thlo  ocrooo-optltudo  loyorlng  woo  In  part  couood  by  oubatantlol  orarlop 
In  tho  charaetarlotlca  of  ooch  toot.  Tot  Inotonco,  oil  of  tho  tooto  lo- 
dlraetly  Involvad  ooao  roodlng  ability  and  proflcloncy  In  taot-toklng. 
Faopla  with  mil  dovolopad  roodlng  and  taot-toklng  oklllo  tandad  to  ochlava 
hlgbar  ocoroo  on  oil  tooto.  Canorol  aantol  ability  eontrlbutod  to  tho 
loyorlng  probloa  In  tho  ooao  aonnor.  Alao  ooaa  of  tho  aoaa  Itoao  mra 
uoad  on  two  or  aora  dlffarant  tooto  bocauaa  of  thalr  apporant  ralavanca 
to  tho  varlouo  aptltudao  aaaaurod.  Finally,  aoaa  of  tho  loyorlng  occurrad 
naturally  Inaofar  oo  cartoln  pooplo  actually  poaaoaood  two  or  aora  unlquo 
aptltudao  In  aqual  dagrao. 
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tenaa-a^tltad*  Uyariat  Mast  that  oceupatlona  Is  dlffaraot  eluatara 
soiild  oftas  b«  eoapatlnt  for  exactly  tha  uaa  paopla.  If  as  applicaot's 
taat  aeora  mm  hlth  anou(h  to  qualify  his  for  astry  loto  a job  with 
tha  hl^ast  euttios  aeora  aithln  an  occupational  eluatar  (aa  wall  aa  all 
JOha  Is  tha  eluatar  alth  loaar  cutting  aeoraa),  ha  alao  llfcaly  achieved 
hi^  scores  as  other  aptitude  tsata,  thereby  asking  bla  qualified  for 
SBtry  tats  oeeupatlons  la  other  eluatara. 

3.  Boa  tha  dllsMaa  aara  raaolved. 

Service  rasaarehera  sueeaaded^ln  reducing  tha  layering  prohlai  soaavhat 
by  constructing  tha  aptitude  tests  In  vays  that  alnlalaed  tha  extant  of 
ovarl^,  but  aueh  of  tha  laying  paralstad.  Tha  practical  solution  adopted 
ana  to  "1st  tha  chips  fall  vhere  they  nay."  Sarvlee  recruiters  vara  alnply 
charged  with  the  broad  and  azcluslva  raaponslblllty  for  soaahow  Insuring 
that  the  right  ounbera  of  people  of  the  right  types  (qualified  according 
to  cutting  score)  vara  recruited  and  asalgned  to  each  occupation.  As  appli- 
cants Kara  tasted  and  elssalfled  according  to  eligibility  for  asalgnnent  to  an 
array  of  oeeupatlons  the  racrultara  thanselvas  detemlned  how  heat  to 
distribute  tha  nultl-job  'uallflad  people  to  neat  the  conpetlng  dananda, 
or  quotas,  for  new  people  In  each  occupation.  In  practice  this  aonetlaea 
■aant  that  low  scoring  people  eligible  for  only  i -u  job  or  a narrow  array 
of  jobs  were  the  first  to  be  assigned,  and  the  nore  broadly  qualified  people 
ware  assigned  In  ways  that  enablad  recruiters  to  neat  whatever  job  quotas 
ranelnad  unfilled. 
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This  largsl;  unstructursd  sllocstloa  proesdurt  propldsd  s bruts  fores 
solutloB  to  ths  Ispsrlog  problsa.  Tbs  Ssrrtcs  ws  sffsctlvslp  ssplnf 
to  Its  rscrultsrst  "«s  tall  yen  lAst  tbs  final  rasolt  sill  ba,"  la  taras 
of  occupational  cutting  aeoras  and  gootas  “and  It's  up  to  pan  racrultara 
to  figure  out  how  to  gat  thara."  Tba  racrultlng  organisations  In  tbs 
Arasd  Torcas.  having  no  cbolca  In  tba  nattar,  psrfomod  this  vary 
difficult  function  adnlrablp  over  tba  psara,  sad  savoral  anjor  factors 
contrlbutad  to  this  succasa.  In  tba  pra-dll  Voluatsar  Ferca  (ATT)  aavlron- 
aaat,  aeeaaa  to  tba  national  draft-allglbla  aanpouar  pool  Inaurad  that 
If  bruta  fores  allocation  proved  laaufflclant  at  tlaas.  aora  pouag  aan 
could  ba  Inducted  to  allalnata  shortfalls  (uafUlad  vacanclas  la  specific 
occupations).  Taara  of  Institutional  racrultlng  aaparlanca  also  aada  It 
posslbla  to  astlaata  tba  nabors  and  kinds  of  paopla  ida  tpplcallp  applied 
for  anllataant  during  tba  various  aontha  and  seasons  of  tba  paar.  Tbs 
Sarvlca  tlaad  Its  schsdula  of  Job  quotas  to  rougblp  eorrsapood  to  tba 
historical  pattam  of  “faast  and  fanlna”  parloda  occurring  vltbln  tba 
paar.  Tba  largest  quotas  for  high  test  score  applicants  aars  tlaad  to 
colnelda  vlth  those  aontha  la  uhleh  tba  nuabara  of  uall-quallflad  applicants 
tpplcallp  paaksd.  Low  daaaads  vara  tailored  to  colnelda  la  tlaa  with 

U 

lov  supply. 

In  addition,  aaparlanca  taught  Sarrlce  racrultara  hov  bast  to  Juggle 
tba  suonlp  of  variously  qualified  applicants  to  soaahov  fit  within  tba 
conplaa  franavnrk  of  eoapatlng  Job  dwanda,  the  sot  of  cutting  scores 
and  quotas  continuously  dallvarod  up  bp  the  Sarvlca.  laparlanea  ahovad, 
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fsr  oopla,  that  enrcaia  oceupatloMl  quota*  vara  awtjra  *^*el*ay 
lafleult  to  (ai,  ae  taerulttot  dadleatad  thalr  tla*  tod  thalr  uilaa 
to  caeruttlag  yaopl*  for  thaaa  Job*  uhan  quota*  ««r*  raeatvad  txem 
Sarrlea  aatoovar  and  paraonnal  plaanar*  hlfbac  up.  Multi-Job  quallfiad 
topUctots  ufao  MX*  alislbla  for  aaaltaatot  to  aatlafy  a difficult  JA 
quota  aat*  ehaanalad  to  thia  Job  iaaofac  *a  applieaat  prof crane at  aad 
raecultar  paxanaaioa  aad*  poaalbl*.  laecuitlBC  taphaaia  foe  diffatant 
Job  quotto  daelliiad  according  to  tht  calatira  aaa*  vitb  lAieb  a giata 
Job  quota  could  b*  flllad  bp  aliglbla  applictoU.  bated  upon  paat  opatiaBc*. 

tfaua  Sarale*  racruitar*  baa*  baaa  forced  to  plap  tba  cola  of  eoordina- 
tox,  aalaetlng  aaang  aoliatarat-allgibl*  applicaatt  for  aaaignaaat  to  aa 
aatortaant  of  Job*  for  ublcb  acaa  topl^aai*  *****  aultipl*  quallficationa 
othara  do  not.  Thap  parfoxa  tba  iaportant  and  oeeaaionallp  iapoaaibla 
fuaetiott  of  reconciling  aeeaaaion*  tupplp  and  daaaad,  aada  can  aor*  diffi- 
cult in  th*  AVr  anairototot  abara  tba  tupplp  of  applieanta  it  not  tubjact 
to  dlraet  control. 

Tba  dilaaaa  of  allocating  paopl*  ulth  aarptng  dagraaa  of  aptitude 
ulthln  a cluatar  of  occupatlona  «aa  tolaad  bp  aatabllabing  cutting  aeora* 
fox  aacb  Job  eorratponding  to  Judgarata  about  th*  dagraat  of  aptitude 
aaadad  in  tba  Job  ralatia*  to  othar  Job*  in  tba  cluatar.  Tba  dilaane  of 
allocating  racruitt  acrott  cluatar*  of  occupatlona  coapatlng  for  aultlplp 
quallfiad  paopla  «a*  patead  on  to  Sarvica  raeruitara  for  raaolutlon. 
laerultart  adtotad  uhatavar  aaalgnaant  taetica  aura  boat  auitad  at  a 
given  tla*  for  alaultanaoutlp  aatitfplng  all  Job  quota*,  aubjaet  to  th* 
totabliabad  cutting  tcoraa. 
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4.  Tha  rattoula  far  holdlos  occupational  atandarda  conatant 

Cuttlnt  acoraa  hava  raaalnad  ganarally  uncliantad  orar  tha  yaara. 

In  part  bacauaa  occupational  tralnlnp  propTiaa  and  tha  oeeopatlona  thaa- 
aalvaa  ha*a  alovly  adapted  to  tha  charactarlatlca  of  tha  paopla  aaalgnad 
to  than.  Tha  nathod  of  Inatructlon,  tha  currlenlua,  and  tha  lan(th  of 
aaary  foiaal  training  prosraai  ham  all  haan  datanlnad  to  aeaa  actant  by 
tha  typaa  of  paopla  «dio  hlatorlcally  antarad  tha  propraa.  Tha  arbitrary 
lomrlng  of  euttlnp  acoraa  naant  that  tha  tralnlnp  propraa  aould  ham  to 
ha  altarad  to  accoaaodata  na»  and  different  typaa  of  paopla^  eraatlnp  unda- 
alnbla  turbulaaea  durlnp  the  raadjuacaant  phraaa.  Tha  naabar  of  occupa- 
tlnnal  tralnlnf  tralnlnp  propraaa  admraaly  aff acted  aould,  of  couraa, 
Ineraaaa  directly  alth  tha  nuabar  of  dlffarant  cuttlsp  acoraa  adjuatad 
douanard.  Thara  aaa  no  aupport  for  thla  type  of  ehanta  In  tha  Sarrlca 
training  eoaaunlty. 

In  tha  field,  on-the-job  training  (OJT)  aathoda,  aork  aathoda,  and 
taehaleal  doeiaan ration  aura  all  Influanead  aoaaahat  by  tha  charactarlatlca 
af  tha  typical  graduate  froai  occupational  training.  In  turn  datamlnad 
by  tha  training  prograa  and  tha  typaa  of  paopla  acalgnad  to  occupational 
training.  Louarlng  tha  cutting  acora  for  any  raaaoo  naant  that  dlffarant 
and  parhapa  laaa  capabla  training  graduataa  would  be  dallmrad  to  tha  field 
to  fill  job  mcanclaa,  and  Job  auparvlaora  would  not  aadoraa  thla. 

On  tha  othar  hand,  tha  upward  adjuataant  of  cutting  acoraa  haa  bean 
aathualaatlcally  aupportod  by  both  tha  training  cnunlty  and  job  aupar- 
vlaora la  tha  flald.  Although  tha  training  prograia  and  tha  work  Itaalf 
would  llkaly  raqulra  ravlaton  of  aoua  aort.  It  would  ba  juatlflad  by  tha 
proapaet  of  new  and  bettor  (nora  able)  people  aaalgnad  to  training  and  to 
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tiM  ftald.  froa  • •Mtistleal  ylM^olot  th«  paroeUAl  iatarMU  of  clw 
Cnlalaf  >b4  mparrlaor  >r«  b«at  Mxval  tjr  Mttlnc  tte 

•eon  M hl^  M poMibl*  in  ordnr  to  nlnlaiio  ottrition.  Sine*  tha  poteoat- 
•••  of  po^lo  *lth  hl(h  optltudo  tost  aeoroo  nho  foil  la  ttolBlng  or  Intoc  on 
tho  la  tfplcnlly  kooor  than  tba  pareaneasa  for  paopta  attaining  Xaaaar 
aptltoda  aeoraSi  It  la  uadaratasdabla  chat  trainers  and  auperrlaora  In 
aaeh  Sarrlea  occupation  continually  praaa  Sarrlca  paraonaal  nanagara 
to  aathorlaa  a hlghar  cutting  aeora  for  thalr  occupation. 

Iha  paraonnal  nanagara  ute  era  raaponalbla  for  tha  artieulatloo  of 
cutting  acotaa  aloe  racognlia  tha  plight  of*  tha  larvlea  racmltara  nhe 
nnat  haar  tha  ultlnata  hurdan  of  racrultlag  people  uho  aaet  aere  aalaetlva 
occupational  atandarda.  * nan  and  hlghar  cutting  aeora  for  ona  occupation 
tan  ha  acconaodatad  only  hy  drawing  fron  paopla  alao  qualified  for  and  othar- 
wlaa  nomally  aaalgnod  to  other  occupatlona,  or  by  finding  and  tacrultlng 
additional  applieanta  who  qualify  according  to  tha  new  aaleetlon  atandard. 

If  It  la  aaaunad  that  la  tha  AVT  anvlroonant  recruiting  afferta  conalatantly 
aahauat  tha  aupply  of  potential  applieanta  existing  in  tha  national  narkat  : 

than  tha  recruiter  nuat  ateal  tha  naadad  paopla  froai  other  occupations.  ’ 

It  la  not  surprising  that  Sarvlea  paraonnal  nanagara  Infraquantly  nova  to  ^ - 

raise  cutting  scoraa,  and  alnoat  never  looar  tiMB. 

Iha  prevailing  Sarvlea  view  la  that  tha  axlstlng  ayataa  of  cutting 
scores  operates  adaquataly  to  fill  occupational  vaeanclaa,  a continuing 
procaaa  that  aarvaa  to  support  Sarvlea  nanpowar  raqulraaanta  dietatsd  by 
broad  national  aacurlty  objactlvaa.  Today's  cutting  scoraa,  tha  ccanun 
Sanaa  solution  of  twenty  yaara  ago  to  problaas  poaad  tha  dsvalopnant 
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■nd  UM  of  aptltudo  eoato  for  occupotlooal  oul(aMae,  afford*  conaldarabl* 
atabllltp  to  Sarvlc*  training  prograaa  and  oparatlonal  actlvitlaa,  Th* 
daalr*  to  auataln  that  atabllltp  haa  Banlfaatad  Itaalf  ovar  th*  yaar*  In 
th*  patrlflcatloo  of  *«l*ctlon  *t*nd*rda. 

Th*  Araad  Tore**  pay  a conaldarabl*  coat  for  achlarlng  atabtllty  In 
thla  my,  In  part  bom*  by  th*  Sarrlc*  racrultara  *bo  au*t  **ch  d*y  guld* 
a llnltad  ninibar  of  anliataant-ollglbl*  applicant*  throatb  a conflicting 
■at*  of  cutting  acora*  to  aoMhow  raconcll*  thalr  particular  taat  acor** 
and  Job  prafaranca*  with  an  anonoua,  amr-changlng  aaaortaant  of  occu- 
pational yacanclaa.  A*  th*  nunbar*  and  kind*  of  applicant*  vary  annually 
ovar  a period  of  year*  racrultar*  parfom  th*  function  of  laaulatlng  th* 
atabl*  functioning  of  Sarvlc*  training  progran*  and  occupation*  fron  th* 
Inatabllltla*  of  th*  applicant  pool.  In  vary  loan  racmltlng  year*  th* 
taak  1*  Indaad  difficult  If  not  Inpoaalbla,  and  racrultar*  carry  tha  aola 
raaponalblllty  for  whatavar  ahortfall*  occtir.  taethar  coat  aaaoclatad 
with  thla  procaa*  darlva*  fron  th*  lapact  of  cutting  acorn*  on  anllata* 
attrition.  Thla  coat  la  not  *o  naally  dlacamad  *a  la  th*  rocrultlng 
activity,  but  tha  nagnltud*  1*  grant, 

III.  OlHEItnfT  reOBLBtS 

A.  Cutting  Scorn*  and  tha  Coat*  of  Attrition 
1.  laerult  attrition 

Separation  and  dlacharga  occur  In  th*  Amad  Tore**  continually. 

Fnopl*  who  voluntarily  aaparata  fron  active  duty  ara  tboao  chooalng  to 
laav*  when  tha  Sarvlc*  dlacharga*  abaolutaly  without  prajudlca,  althar 
fomal  (docunantary)  or  Infomal.  Th*  typical  eaaa  la  th*  anllatad 
paraon  who  aatlafaetorlly  conplataa  th*  full  tain  of  Initial  obllgatad 
active  duty  aarvlc*  and  alacta  not  to  raanllat  for  a aacond  anllatnant  tarn. 
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Vaepta  irtu  ara  lavoluatarlly  ilaebargad  from  Ktiva  4aty  aza  theaa 
datanlmd  bjr  tba  Sanrlca  Co  ba  uaaccaptabla  for  eostlauad  acttaa  tecjr 
•wvtea.  Altbou^  aoeh  eaaaa  tncluda  paopla  who  auat  laaaa  aa  a catult 
of  aadicaX  px^laaa  or  ocbar  paraoaal  hardablpa,  cha  tppieal  iavoloatar^ 
diaebarga  la  tha  diract  raault  of  paac  uaaaCiafactorp  parforaaaea  or  ax- 
prctad  anaatiafactory  parfoiaanca  la  tha  futura. 

fa  atlltary  aarvlea,  Indirldual  parfoiaanea  la  aaaaorad  aa  a e«a- 
poaita  of  aaay  factora  ahich  eharaetartaa  bdiavlor  both  on  and  off  tha  Job.* 
farioraaaea  ataadarda  on  tha  job  ara  oftaa  aora  aaaetlng  la  aoaa  raapaeta 
than  la  alailar  eivlllaa  oceupatlona  (tlaallnaaa,  rallabillty,  eonatataaey, 
and  ao  oa).  Lack  of  aotlvation  or  lataraat  la  laamlag  or  doing  work  on 
tha  Job  la  a datamlnlng  factor  aa  wall  aa  tha  ladlrldual'a  abllltlaa  to 
laam  or  aecoapllah  job  taaka.  Dagraa  of  eoaforalty  to  ganaral  ataadarda 
of  Bllltary  draaa,  appaaranca,  daaaanor,  aad  dlaelplina  ara  alao  ralaaaat. 
■vldaaea  of  aoral  irraapoaaibtXity  la  a aaaaura  of  parfomaaea,  avan  whan 
aanlfaatad  only  la  off-duty  houra.  Thaaa  factora  coWbina  to  datamlna  how 
wall  a paraott  parfonw  whila  on  actlwa  duty.  Tha  daelalon  to  dlacharga  a 
aarwicaaan  or  woaon  Involuntarily  la  baaad  on  cha  judgaant  of  raaponalbla 
Sarvlca  auChorltlaa  that  tha  Individual  haa  fallad  or  can  ba 
raaaonably  axpactad  to  fall  to  parfom  aatlafaetorlly  la  tama  of  ona  or 
aora  of  thaaa  factora. 

*Thla  la  ao  bacauaa  Sarvlca  paopla  aay  ba  ackad  to  do  far  aora  In  tlaa  of 
war  than  noraally  raqulrad  In  paacetlaa , and  cartaln  eharaccaclatlca  of 
pocforaance  off  tha  job  In  paacetlaa  can  ba  pcadlctlve  of  how  Che  Indi- 
vidual will  pecfora  under  tha  aora  daaandlng  circuaatancea  of  araad 
conflict  or  national  aaarganey. 
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2.  F«tt«nn  ef  attrition  oT«r  tl— 

Involuntary  dlnchargu  can  and  do  occur  at  all  tlaaa  during  tha 
couraa  of  tha  initial  aollatnant  tan.  Som  anllataai  ara  dlachargad 
during  tha  flrat  vaaha  of  aarvica  uhlla  angagad  In  haale  allltary 
training,  Soaa  paopla  ara  latar  dlachargad  uhlla  angagad  In  advancad 
fonal  training  for  thalr  occupatlona.  iaong  all  thoia  ufao  aaccaaafully 
coaplata  both  baale  and  advancad  fonal  training,  thara  an  alao  paopla 
Mho  ara  dlachargad  In  tha  flald.  Tha  raaalnlng  paopla,  thoaa  lAo  graduata 
froa  all  phaaaa  of  training  and  latar  parfon  aatlafactorlly  throughout 
tha  balanca  of  thalr  Initial  taraa  of  Obligatad  aarvica,  an  tha  trua 
aarvlvora.  Praaaaably  It  la  thaaa  paopla  uhoa  tha  larvlea  couata  oa  to 
parfon  tha  dutlaa  of  thalr  raapactlva  Joba  In  aupport  of  tha  Sarvlca  alaalon. 

It  la  anllghtanlog  to  atudy  tha  charaetarlatlc  pattan  of  Invol- 
untary dlachargaa  In  tha  DOO  aa  thay  occur  throughout  tha  couraa  of  the 
Initial  anllataant  tan.  Ulthln  a typical  population  of  aanly-aallatad 
paopla  (racrulta),  aggragata  atatlatlca  for  racent  DOD  dlachargaa  abo«  that 
aon  S.12  aay  ba  axpactad  to  attrlta  (ba  dlachargad  Involuntarily)  during 
tha  flrat  two  aontha  of  tha  anllataant  tan,  during  which  racrulta  racalvo 
baale  allltary  training.  An  additional  2.6X  ef  the  orlgloal  population  la 
noraally  dlachargad  froa  tha  third  through  tha  alxth  aonth  ef  aarvica,  tha 
parlod  In  which  aoat  racrulta  racalva  advancad  training  for  apaclflc  occu- 
patloaa.  Tonal  training  la  uaually  eoaplatad  within  tha  flrat  alx  aontha 
of  aarvica,  ao  attrltlona  that  occur  anytlaa  froa  tha  aavanth  aonth  of  aarvica 
through  tha  and  of  tha  anllataant  tan,  approxlaataly  I8.0T  of  tha  Initial 
population,  ara  generally  paopla  working  on  tha  job  at  tha  tlaa  they  ara 
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ttom  thm  featlanist  to  tlM  and  of  the  Initial  anllataeat  oMlgstiatt 
It  mmf  bo  aspoetad  that  2S.7X  of  tha  original  population  will  ba  tnvolim- 
tarllp  diaebargad,  laavlng  74.32  who  ara  tha  tiua  aurvlvora.  Xt  can  bo 
eenfidantlp  aaauntd  that  all  paopla  who  raaaln  on  active  dutp  to  the  aid 
of  tha  tan  are  fullp  qualified  and  reliable,  tha  tppa  of  anllatad  people 
the  Sarvlca  would  need  to  adaquatelp  parfon  lea  nllltarp  function  In  tiaa 
of  mr.  Xt  la  teubtful  that  anp  of  tha  people  Involuntarllp  dlachargad 
cantribota  ■atariallp  to  the  Service  alaalon  during  tha  tlaa  tbep  ara  on 
actlvn  dutp,  gll  tboae  dlachargad  while  In  training  (anptlna  during  tha 
firat  ala  nontha  of  aarvlea)  do  not  even  aaka  It  to  flrat  dap  on  tha  job 
la  tha  field.  People  who  coapleta  training  aatiafactorllp  but  ara  dla- 
chargad  while  on  the  Job  can  ba  viewed  aa  uadealrablaa  who  aacapad  aarlp 
idantlfleatlon.  In  thla  aanaa  all  fona  of  training,  aa  well  aa  tha 
aereanlng  which  racrultera  parfon,  are  tha  principle  cooponenta  of  a 
eontlnuoua  aereanlng  proeaaa  that  eulalnacea  In  tha  noat  Intenalve  poaalble 
term  of  evaluation  — oboervatlon  on  the  Job. 

That  aoM  paopla  aaka  It  to  tha  field  to  ba  allalnatad  there 
taatlflea  to  the  laparfactlona  In  tha  aarlp  atagea  of  tha  aereanlng 
proeaaa.  Mich  of  the  Inforaatlon  chat  la  neceaaarp  for  dateralnlng  a 
paraon'a  aultabllltp  cannot  be  obtained  with  a pencll-and-paper  aptitude 
teat,  or  avan  with  a cloaa  evaluation  In  a hlghlp  atructurad  training 
anvlronaant.  for  nanp  people  tha  neceaaarp  Intonation  for  dateralnlng 
aultabllltp  can  onlp  ba  revealed  In  tha  actual  working  anvlronaant. 

Itontha  or  avan  paara  of  continuous  observation  arc  often  required  before 
a daflnltlva  evaluation  can  ba  aada.  The  real  test,  of  course,  la  the 
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Individual'*  actual  partonanc*  la  th*  no  at  dananding  of  clrcuaatancaa, 
wartlna.  Kara  can  navar  ba  alaulaCad  In  full  datall  and  InCanalty,  but 
It  Buat  b*  auppoaad  that  any  paraon  who  1*  cloaaly  accut Inland  by  caraar 
profaaalonal*  during  th*  full  period  of  obligated  aarvle*  and  coavlataa 
th*  tarn  aatlafactorlly  la  both  fully  guallflad  and  rallabl*.  Tor  tha 
other*  It  auat  h*  aakad,  aould  th*  Sarvlca*  have  paralttad  any  of  thaa  to 
anllat  had  th*  racrultar*  knom  that  thay  wuld  all  b*  dlachargad  Involun- 
tarily at  aoB*  tin*  prior  to  conplatlng  thalr  Initial  anllatnant  tamT 
Fraauaably  not.  Ivan  If  aon*  war*  fully  guallflad  to  parfom  on  th*  job, 
rallablllty  would  ba  lacking  Inaofar  aa  th*  Sarvle*  could  net  eount  on 
than  to  b*  avallabl*  at  all  tinea  during  th*  coura*  of  thalr  anllatnant 
tarn. 

la  tha  broadaat  aanaa,  th*  aalactlon  procaa*  1*  daflnad  a*  tha 
contlnuou*  evaluation  of  paopla,  beginning  at  th*  racrultar'a  door  and 
ending  at  th*  conplatlon  of  tha  Initial  anllatnant  tarn.  Satlafactory 
parfomanc*  In  an  occupation  tranalata*  Into  aurvlval  through  all  of  tha 
varloua  phaaa*  of  aalactlont  at  th*  point  of  anllatnant.  In  baalc 
nllltary  training.  In  advpncad  occupational  training,  and  on  th*  job 
throughout  th*  ranalndar  of  th*  tarn.  Tharafor*  It  nay  aaan  unfair  to 
aay  that  all  attrition  1*  th*  raault  of  Inparfactlooa  In  th*  flrat  phaaa 
of  tha  aalactlon  procaaa,  th*  datamlnatlon  of  aaalgnaant  allglblllty. 

It  ha*  bean  ahovn,  for  axanpla,  that  Irralavant  training  can  cauaa 
attrition.  But,  It  la  abatractly  poaalbl*  to  Identify  thoa*  paopla  anong 
all  enllatnant  applicant*  who  will  aurvlv*  In  *n  occupation,  avan  If  th* 
training  conponant  of  th*  aalactlon  procaa*  oparataa  lafarfactly.  If  w* 
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esssldn  Mcb  aceapctton  m as  obatacl*  couraa  of  ovoato  •oquoscod  Is  tlM, 
***•  **ok  of  a aalactloB  aystas  la  to  dlaerlalaata  batwaas  appllcasta  idio 
wUl  eosflata  tha  obataela  eouraa,  bowvar  It  is  atructurad,  and  applieasts 
«bo  »tU  fall  to  complats  tha  couisa.  SoaM  of  tha  obstaclaa  al^t  ba 
Ultonealvad  or  poorly  plaead,  but  it  is  atUl  trua  that  tha  aurvioort 
and  tha  failuraa  could  both  ba  axaetly  Idontiflad  by  uaa  of  a tbaoraetieslly 
parfact  taat  and  corraapasdlng  standard . 

3.  Attrition  eoata 

tha  aggragata  profila  of  ratantlon  and  attrition  ovar  tins  aaong 
DOO  firat-tam  anllatad  paopla  raflacta  tha  dagraa  to  which  aalactlon 
tasta  and  cutting  aeoras  hawo  Inparfactly  pradlctad  trua  parforaanca  in 
occupational  asaignaants.  Onrall,  743  paopla  out  of  avsry  1000  racruita 
who  antar  Sarvica  occupations  aurviwe.  In  PT  1973,  461,000  applicants 
wars  aalactad  for  anlistaant  and  asslgnaant  to  Sarvica  occupations  across 
tha  DOD,  If  tha  historical  pattam  pravslls,  343,000  of  tha  original 
aecaaalens  total)  will  aurviva  and  118,000  will  ba  involuntarily  dia- 
chargad.— ^ 


Ua  can  say  that  tha  racruitnant  of  461,000  anliatnanta  in  PT  73 
will  yiald  343,000  aurvivors,  tha  kind  of  paopla  tha  Amad  Porcas  will 
raally  ba  dapaoding  on.  In  tha  coursa  of  producing  that  nany  aurvivors, 
inparfactlona  in  tha  occupational  aaalgnaant  procaaa  causad  tha  arronaous 
aalactlon  of  thousands  of  paopla  daatlnad  to  fail.  It  is  not  difficult 
to  davalop  a consarvatlva  aatlawts  at  tha  dollar  axpanaa  aaaoclatsd  with 
tha  anllatnant  of  118,000  paopla  destined  to  fall,  vhos  wa  aaauna  tha 
Sarvica  would  have  azcludad  fron  anllatnant  had  parfact  pradletlon  and 
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•rrorlMs  attltnamt  aada  thalr  Idantlfieatloo  pottibla.  Salary  (pay)  rataa 

io  affact  aa  of  Octobar  30,  1975,  a&abla  ua  to  approalaata  tha  praaane 

dlacountad  valua  of  all  aonlaa  axpandad  to  pay  paopla  who  anliatad  In 

11/ 

n 7S  and  «*r«  or  will  b«  dlacharged  during  tb*  first  ttra.  Feopls 
who  rsaalnad  In  sarvlca  only  ona  aonth  bafora  Involuntary  dlachargs 
aeeruad  a total  of  approxlaataly  $S05  on  avaraga;  paopla  who  rar.ilnad  for 
two  nontha  aeeruad  a total  of  $1,010  In  salary  payaanta,  ani  so  on,  Tha 
eharaetarlatle  pattam  of  ratantlon  and  attrition  of  flrst-taraars  In 
tha  000  Indleataa  tha  nuabara  of  paopla  who  raaaln  for  only  ona  aonth, 
for  two  aontha,  and  so  on  bafora  dlseharga.  By  aatehlng  tha  nuabara  of 
paopla  raawlttln,  through  varloua  aontha  of  aarvlea  to  tha  aitlaatad 
salary  payaants  aecrtiad  during  aaeh  parlod,  tha  total  dollar  aanunt  of 
aalary  eoata  paid  out  to  paopla  Involuntarily  dlaehargad  during  tha  first 
tarn  of  aarvlea  la  aatlaatad  to  ba  $907,1M,000. 

A alallar  eoaputatlon  aadc  for  tha  343,000  FT  7S  aecaaalona  who 
will  survlva  through  tha  first  tara  shows  that  a total  of  approxlaataly 
$7,278,460,000  will  ba  paid  out  to  than  by  tha  and  of  thalr  obligation. 

It  la  notaworthy  that,  of  tha  groaa  payroll  axpandltura  of  $8,183,644,000 
laeurrad  by  tha  anllatnant  of  461,000  paopla  In  FT  75,  aona  11. IT  of  tha 
total  acrruaa  to  paopla  who  should  nevar  hava  antarad  aetlva  duty  allltary 
aarvlea  In  tha  first  placa  and  who  praaunably  would  not  hava  baan  anliatad 
If  arrorlaaa  aalactlon  and  aaalgnnant  had  baan  poaalbla.  Tha  aaount  In- 
volvad,  $907  nllllon,  by  Itsalf  a staggarlng  prlca  to  pay  for  no  apparent 
banaflt  In  ratum,  boars  furthar  axa-tlnatlon.  Tha  eoaputatlon  of  payroll 
axpandlturas  hara  Ignores  tha  costa  of  providing  "frlnga  banaflts"  such 
aa  nodical  traataant,  product  discounts  (uaa  of  tha  comlsaary  and  baas 
axchanga),  and  othar  fomr  of  noo-nonay  coapansat  Ion . Non-rscurrlng  noney 
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•xpanditurM  sod  pajnMaC*  to  Indivldualo  for  •pociol  purpoteo  ara  axcludad, 
auch  aa:  aallatMot  bonua  paynanta;  proflelaocp  pap  la  eactals  oecupatloaa; 
naval  coaea;  tlta  coata  of  providing  training;  and  .direct  and  Indirect  coata 
aaaoelatad  with  recruiting,  Thua  tha  eoaputed  figure  la  a conoarvatlva 
aatlaata  of  the  coata  ganeratod  apaclflcallp  bp  the  oelectlon  of  people 
la  R 75  for  enllataont  and  aaalgnaent  to  occupatlona  In  which  thep  are 
found  to  parfom  unaatlafactorllp.  The  financing  of  attrition  fron  a given 
aecnaalone  groi^  in  apreed  out  over  a period  of  paera  alnca  expendlturca 
occur  while  peopi.e  are  on  active  dutp,  which  for  aone  people  extenda  over 
aeveral  peara.  The  total  price,  however,  la  tha  occunulatlon  of  nonth-bp-nonth 
outlapa  to  people  who  toonar  or  later  are  dlacharged  froe  the  Service 
Involuntarllp. 

*•  Manlfeatatlona  of  the  Problen  In  Practical  letwe 

Inherent  la  todap'a  acreenlng  procaoe  are  Inefflclenclea  In  aelectlng  and 
aaalgnlng  applleanta  for  anllatnant.  However,  the  proeeaa  la  Inefficient  onlp 
In  eoavarleon  to  the  nee  of  alternative  oelnctlon  teata  and  cutting  acorea 
which  would  (1)  aetlafp  true  occupational  eanpower  re<julreiaenta  oguallp 
wall,  and  (2)  aloo  reduce  the  unfortunate  conaequencee  of  laperfect 
aelectlon  and  aaalgnnant, 

1.  Attrition  la  note  expenalve  than  It  haa  to  be 

Little  need  be  aald  In  aapllfplng  the  prevloua  dlacuaalon  of  the 
dollar  coata  aaaoclated  with  Involuntarp  dlachargca.  The  uae  of  aelectlon 
teata  which  eeaeure  aptitude  to  the  excluelon  of  ocher  relevant  factora 
and  are  dealgned  to  predict  training  perforeance  rather  than  occupational 
perfomance  In  a broader  context  reducea  accuracp  In  predicting  what  an 
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applicant's  parfonance  In  an  occupation  will  ba.  As  a raault  of  this 
losa  of  accuracy  aoM  paopla  achlava  tasta  acoraa  making  tbam  allglbla 
for  aaslgnmants  to  occupations  they  will  not  succaad  In,  whera  a aora 
ralavant  tast  would  raduca  arrors  of  this  typa. 

Existing  cutting  acoraa  which  gulda  tha  allocation  of  applicants 
across  Sarvlce  occupations  wars  not  astabllahad  for  tha  purposa  of 
■Inlmlalng  attrition  In  tha  AVF  racriiltlng  anvlronmant.  It  la  poaslbla 
to  altar  today's  cutting  acoraa  In  an  Inflnlta  varlaty  of  ways,  by 
lowarlng  them  for  soma  r''cupatloos  and  raising  thaa  for  otbars;  thara 
ara  aany  dlffarant  aata  of  cutting  jcoraa  that  would  ganarata  a lowar 
laval  of  aggragata  attrition  whlla  continuing  to  satisfy  trua  aanpowar 
raqulraaanta  for  all  Sarvlca  occupations.  Ho  auatalnad  affort  has  baan 
■sda  by  tha  Araad  Forcaa  to  Idantlfy  tha  unlqua  sat  of  cutting  acoraa 
that  laads  to  tha  lowaat  poaslbla  laval  of  attrition  obtalnabla  with  tha 
uaa  of  axlstlng  salactlon  taats.  A "laaat  coat"  sat  of  occupational 
cutting  acoraa  could  ba  Idantlflad  through  raaaarch  and  than  laplcaantad.* 
Dntll  this  la  dona  tha  aalactlon  and  asalgnmant  procaaa  will  cootlnua  to 
oparata  Inafflclantly.  Tha  Araad  Forcaa  will  contlnua  to  flnanca  an 
unnacaaaarlly  high  laval  of  attrition  that  could  ba  raducad  pirhaps  by 
as  Bucb  as  $100  nllllon  to  $200  Billion  aach  yaar  by  using  a "laaat  coat" 
sat  of  cutting  acoraa. 

Ona  Bust  also  conaldar  tha  conaaquancaa  of  attrition  frOB  tha  vlaw- 
polnt  of  tha  young  nan  and  woman  who  apply  for  anllatasnt,  ara  taatad, 
aalactad,  and  aaslgnad  to  Sarvlca  occupations  and  ara  than  Involuntarily 
discharged  In  training  or  on  the  job.  Tha  clrcunatancas  aurroundlng  the 
discharge  nay  not  ba  understood  by  prospective  civilian  aaployers.  Thesa 

* Sea  the  DHC  staff  study,  "Salactlon  Standards  In  the  Araad  Forces,"  by 
.Tanaa  tf.  Aballara. 


-33- 


p«opl«  ara  aarka4  by  tba  Sarvlca  aa  non-autvivora,  and  tha  nagattva 
enttflcacloa  can  algnlflcantly  affaet  thalr  aaployaant  opportualtlaa 
eid  aaralng  potanttal  long  aftar  dlacharga.  If  aakad  wfaathar  ebay  would 
ebooaa  to  anltat  if  thay  know  thay  would  not  naka  It  to  tha  and  of  ebalr 
anllataant  tan,  It  la  likaly  that  noat  would  prafar  not  to  anlltt. 

Tha  tragic  caaaa  ara  tha  falluraa  who  would  have  auecaadad  had  thay 
boon  initially  aaalgnad  to  tba  "right"  occupation.  Thalr  failure  la  pra- 
ordalnad  by  tha  Inafflclanr  functloulng  of  tha  aalaetlon  and  aatlgnaant 
proeaaa;  but,  Inataad,  thaaa  paopla  uirry  with  thaa  tha  atigaa  of  falling 
in  ganaral  adlitary  aarvlca.  Evan  tha  aalary  t'oay  ara  paid  wfalla  on 
aetlva  duty  and  tba  training  thay  racalva  doea  not  adaquataly  coaipanaata 
than  for  the  loaa  of  thalr  tlaa  and,  nora  algnlflcantly,  tha  dlalnutlon  of 
their  rallabillty  In  tha  eyaa  of  proapactlva  civilian  e^>loyava. 

2.  Tha  eonaaquancea  for  aocio-aeononle  rapraaantatlon 

Sarvlca  aalaetlon  taata  era,  by  apaelfle  daalgn,  dlacrlninatory  with 
raapact  to  axpactad  perfonanee.  People  who,  according  to  teat  acoraa, 
anow  they  poaaaaa  the  requlalta  aptituda.to  parfon  certain  typea  of 
work  auceaaafully  are  nonally  conalderad  eligible  for  atalgnaanta  to 
corraapondlng  occupatlona.  However,  Service  aptitude  teata  alao  Indirectly 
aeaaure  akllla  In  reading  and  teat  taking.  Therefora,  people  who  lack 
theae  akllla  tend  to  achieve  relatively  lower  aptitude  teat  acoraa  than 
otbera  of  equal  aptitude  who  poaseaa  then.  Heading  ability  and  aklll 
In  taat  taking  la  largely  the  product  of  an  Individual 'a  aducatlonal 
evperlcnce.  Thua  It  can  be  expected  that  dlfferencea  In  the  quality 
aa  well  ae  Che  quantity  of  prior  education  received  will  affect  an 
Indlvldual'a  relative  perfoniance  on  Service  aptitude  teata. 
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An  applleant'a  flcclo>«conoalc  cturactaristica  giv*  ■o—  lndlc«tlon 

M to  hla  or  hor  probabl*  job  porforaaaca  «•  «Tidoa'!«d  by  tho  acoraa 

attainod  oo  Sanrlca  aalactlon  caata.  Black  (Magro)  applleaata  taad  to 

aehlara  lowar  acoraa  on  avaraga  thaa  non-Blacka,  aad  aoa>Mgh  achool 

graduataa  taad  to  achlava  lowar  acoraa  oa  avaraga  thaa  gradoataa.  tha 

affact  of  taat  acora  dlffarancaa  aaaoclatad  with  aoclo*acoiioalc  group 

MBbarahlp  la  to  aacluda  a largar  proportion  of  ona  group  thaa  aaothar 

froa  aalactloa  for  aollataant  and  aaalgnaaat.  Thla  caa  ba  aaaa  la  tha 

tabla  balov  which  coaparaa  tha  parcaatagaa  of  applleaata  for  aallataant 

la  FT  74  who  wara  Black  aad  aoa-hlgh  achool  graduataa  with  tha  corraa** 

ponding  parcantagaa  aaong  DOD  accaaalona  (N7S  aallataaota  for  all  four 
12/ 

Barvlcaa)  la  tha  aaaa  yaar» 

X Black  X Boa^HB  Graduataa 


Applicant  pool  In  FT  74 


(S61.000  total) 

23 

47 

DCS  NFS  •ccMdon.  in  FT  74 
(391,000  total) 

21 

37 

It  appaara  that  anllataant  and  occupational  aalactlon  ataadarda  togathar^ 
axpreaaad  In  tama  of  acoraa  achieved  on  Service  aalactlon  taata*  con- 
aplrad  to  preclude  a dlaproportlonate  nuabar  of  Black  and  non-hlgh  achool 
graduata  appllcanta  frow  enllatlng  In  the  Amad  Forcaa  during  FT  74. 

Are  Service  aalvction  teata  unnecaaaarlly  dlacrlalnatory  with 
reapact  to  aoclo-econonlc  atatua?  The  anaver  would  ba  atralghtforvard 
If  teata  predicted  auccesa  and  failure  In  occupational  aaaignaianta 
absolutely  perfectly.  People  pamltted  to  enlist  would  all  ba  auccasaful» 
and  people  excluded  would  be  denied  enllstnent  because  they  could  not 
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■uecMd  or  boeauo*  oU  vacurioo  mro  filled  at  Hi>>  tlao.  lutMd, 
today's  Sorvtca  reata  ara  not  abaolutaly  ralavant  nor  ara  tbay  aa 
ralavast  aa  rhay  could  ba  Inaofar  aa  aptitude  teaca  (lapatfactly) 
predict  traialnt  perforaanea  rather  than  aunrlval  Is  the  occupation, 
and  they  aaasura  work-ralatad  aptitudes  but  not  aottvatlonal  attributes 
uhlch  ara  also  ralavant  to  racrult  aurvlval. 

In  canrst  ba  ahoun  that  Sarvlca  aptitude  testa  ira  unnseesssrlly 
dlacrlainatory,  nor  can  they  ba  acquitted  of  this  eharpa,  imtll  the 
ralavaaea  of  each  teat  has  baas  aatabllahad  in  tana  of  Its  accuracy 
la  pradietias  aurvlral,  auccaas  throutbout  the  full  tan  of  aaralea.  In 
the  occupational  asslinnanta  for  vfalch  they  are  auployad  aa  a salactlon 
Instrusant.  Only  ah an  It  can  ba  deaonatratad  that  thaaa  testa  speci- 
fically predict  job  parfonance'ln  the  broadaat  sense  of  the  ten  with 
(raster  accuracy  than  any  othar  possible  teats  will  It  ba  poaalble  to 
addraaa  allatatlona  that  Service  testa  dlscrlnlnaca  with  respect  to 
soclo-eeonoalc  status  to  a (raater  extant  than  the  requlransnt  to 
aupport  the  Service  alsalon  justifies.  In  the  naantlna  Sarvlca  taste 
aust  ransin  suspect. 

3.  Internal  Inatabllltv 

It  la  Ironic  that  although  cutting  scores  for  aost  Sarvlca  jobs 
have  been  held  constant  ovar  the  ysara  to  aalntaln  Internal  stability, 
this  policy  baa  had  dlatablllxlng  conaaquancea.  The  Service  attenpts 
to  aalntaln  a raqulalta  overall  aannlng  level  In  each  occupation  coapoaad 
of  both  flrat-tan  people  and  caraar  people  (personnel  serving  In  a second 
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or  mbooquont  onlloeMBt  tors).  Aa  rollr—nfo  and  aaparttlona  occur, 
tba  nuabar  of  caraar  paopla  daalrad  la  tha  occupatloa  la  aalotalnad 
ganarxiiy  by  Inducing  paopla  uho  aurrlaa  thalr  Initial  tan  of  aarrlca 
In  too  job  to  anllat  for  a aaeond  tarn  of  aaralca. 

Trtm  year  to  yaar,  tba  proportion  of  all  anralaoia  riwpl itlng  thalr 
Initial  aallatnant  tarn  who  apply  for  raaollataant  raaalaa  rolatlvaly 
conatant  bacauaa  tbay  tand  to  ba  tba  aaaa  klnda  of  paopla.  Tha  aalactlon 
procaao,  froa  tba  racrultar'a  door  to  tha  and  of  tha  flrac  Cara,  aaauraa 
aalfomlty.  Tbna  tha  noabar  of  aurrlwora  who  apply  for  raaaHafaant  In 
a glwan  yaar  la  largaly  pradaatlnad  by  aalactloa  aad  aaalgaaaat  pneaduraa 
which  raaaln  unchangad  owar  tlaa. 

The  dlctataa  of  tha  Sarwlca  alaalon  aad  tha  aaparatlaa  aad  ratlraaant 


of  caraar  paopla  tahan  togathar  tranalata  Into  tha  i 


' of  flrat-tara 


raanllacaanta  naadad  aaeh  yaar,  a flgura  that  oftan  doaa  aot  colnclda 
with  tba  tttadiara  of  aurvlvora  wbo  apply  for  raaallataaat.  Bhan  tba 


mabara  applying  for  raanliataant  axcaada  tba  : 


daalrad. 


alaply  danlad  raanllaCMttt  In  tha  occupatloa.  Mmb  tha  opfoolca  occura, 
tba  Sarwlca  acta  to  eloaa  tha  gap  altbar  by  offarlng  apaclit  Inducaaanta 
aucb  aa  aonay  bonuaaa  to  tba  awallabla  aorvlwora  to  tacraaaa  tba  propor- 
tion chooalng  to  raanllac,  or  aurvlvora  froa  otbar  occupatlona  ara  ra- 
anllatad  and  glwan  tha  training  nacaaaary  to  qualify  ttaa  la  tha  akllla 
of  tha  naw  job. 

Onlforalcy  In  tba  raanllataant  babawtor  of  aarwlwora,  la  part  tha 
raault  of  aCatlonary  cutting  acoraa,  daprlvaa  tha  Sarwlca  of  tha  flarl- 
bllity  to  aanlpulaca  tha  charactarlatlca  of  accaaaloaa  gtoapa  In  aach  job 
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ttom  yun  to  jwt  to  yioM  roMUotMot  ratu  Utor  tliot  eamapoad  aora 
slOMl,  to  cmt—T  anoing  roquinamto.  Tho  coM..|u«ac.  la  ctewite 
iMtabillt;  la  tlia  flow  o*  aurvtvora  froa  tha  firat  tan  lato  tha  eataor 
of  Sanlca  oceupatlona.  Tha  SaivUa  raya  a prtea  for  thla 
laatabUlty  by  financing  tha  additional  training  naadad  to  qualify 
aumaora  froa  othar  oeeupatlona  In  tha  now  job  and  by  providing  tha 
■onay  bonuaea  naadad  to  booat  tha  raanllntnant  rata  of  aurvlvora  In  tba 
Job  to  hlghar  lavala. 

j;__j*g_thara_ara_not  enough  applleanta 
Froa  oaa  parapaetiva  It  alght  aaaa  that  aalaetloe  ataadaida  nka 
It  aaaiar  for  Sarvlea  raerultara  to  daelda  how  to  ehooaa  neng  anllat- 
aaat  applleanta  and  dlatrlbuta  than  aeroaa  Sarvlea  oeeupatlona.  If  ao, 
than  tha  raerultar'a  tank  haa  baan  aada  dlabolieaUy  aaay  by  tha  prolUata- 
tlon  of  nan  eoadltlona  aurroundlng  anllaeaant  and  Job  aaalgnanta  obaarvad 
la  tha  paat  four  yaara.  In  an  aatraaa  aaaapla  tha  avaluatlon  of  an  ^11- 
eant  today  baglna  by  detamlnlag  hla  baale  anllataant  and  oeeupatlooal 
aaalgnant  allglblllty  follouad  by  tha  applleaat'a  atatad  prafaraneaa  for 
apaelfle  oeeupatlona,  tba  unit  ha  uiahaa  to  ba  aaalgnad  to,  tha  gaographle 
loeatlon  of  tba  aaalgnnnt.  tha  length  of  tha  anllataant  tan.  and  tha 
tlBlng  of  hla  entry  Into  baale  training.  If  thaaa  eonaldaratloOa  ean  aU 
ba  raeonelled  ulth  an  aalatlng  or  prujaetad  vaeaney,  and  If  all  othar 
eondltlona  Jointly  apaclflad  by  the  applleant  and  tha  Sarvlea  are  aat, 
tha  racrultar  proceada  to  anllat  tha  applleant. 

Thla  ehiuracterlaaa  tha  aluaya  caapllcaCad  and  often  eonfualng  proeaaa 
by  uhleh  applleanta  today  are  aaleetad  for  enllanent  and  aaalgnacnt. 
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IvecMa  in  utlafylns  aa  appllcaata  prafaiancaa  vlth  racard  ta  tppa  of 
work,  location,  unit,  tialot,  and  tarn  of  aarrlea  lactaataa  tha  llkallhood 
that  tha  cacrult  alll  aurrlya  In  tha  occupation  to  uhlch  ha  la  aaalfnad. 

Thta  attantlon  to  appllcanta*  prafarancaa  nap  alao  Induca  aona  anliatnant- 
atad  pouth  to  applp  for  anllatnant  who  otharvlaa  aould  not.  hut  aach 
aondltlon  roducaa  a racrultar'a  flaxlbllltp  in  flndint  a alot  that  alnultana- 
onalp  naata  tha  naada  of  both  tha  Sarrlca  and  tha  tacrult.  dad  all  of  thaaa 
conaldaratlona  ara  auparl«paaad  on  tha  ripld  aalactlon  atandarda  that 
fnndaMatallp  dataralna  allclbilltp  for  anllatnant  and  job  aaalganaat. 

It  la  poaalbla  that  tha  Sarrlca  danaod  for  racmltt  conld  aena 
dap  axcaad  tha  aupplp  algnlf leant!  p.  Thla  could  happen  a*aa  nhlla  tha 
total  nubbar  of  appllcanta  eentlnuaa  to  ancaad  tha  niabar  of  projactad 
vaeanclaa,  aa  la  tha  paat.  Tha  broad  affact  of  applplnf  a nultlpltcltp 
of  eondltlona  on  tha  anllatnant  of  aach  applicant  la  to  Inpllcltlp  raduca 
tha  total  aupplp.  Thla  could  ba  i>ada  to  happen  naralp  bp  ehanglnc  tha 
anllatnant  atandard  to  exclude  all  but  nantal  eataforp  X appllcanta  fron 
anllatnant  allflbllltp.  Or  It  could  arolra  graduallp  aa  a boat  of  eoodl- 

tlona  oparatad  to  praeluda  a prograatlralp  lariar  ttiabar  of  people  fron  ' ' ' 

1 u 

anllatnant  or  aaalfonant  eonaldaratlon.  ' 

Thla  proceaa  la  not  trravacalbla.  Condltlona  for  anllatnant,  Including  i 

cutting  acoraa  for  occupatlona,  can  bo  altered  la  napa  that  Incraaaa  tha 
affactlra  alia  of  tha  applicant  pool  bp  anklng  nora  of  tha  appllcaata  la 

tha  pool  eligible  for  a broader  range  of  job  aaalgnnantt.  Tha  Sarrlca  ^ 

cannot  control  the  prafarancaa  of  appllcanta,  but  tha  Sarrlca  doaa  dataralna  ^ 

both  anllatnant  and  occupational  aalactlon  atandarda.  It  la  thaaa 
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■tsidMidt  that  aaka  It  poaatbla  to  adjust  tha  affaetiua  slaa  o(  tte  tffll- 
cant  to  aceeaaodata  all  oceu^ttooal  dManda  tor  vm  faovla  in  a 
•ivaa  foilod. 

tha  aeanario  In  iihleh  tha  affaetlvt  aupply  ot  appUeaota  veidd  aoat 
likaly  (all  abort  e(  iltianl  is  ona  ia  idileh  uaeontrollabla  faetora  awh  aa 
tha  elvUiaa  aavlojraant  situation,  tha  auatafa  laral  of  ciTiliaa  uagaa, 
and/or  tha  attitudaa  of  youth  toward  tha  nllltary  eonapirad  to  rsduea  tha 
total  aoibat  of  applicants  at  aeaa  period  in  tins  wall  halow  tha  lanral 
nomally  aaporianead  by  tha  diaad  forest.  Tha  Sarrlca  would  ba  faead 


with  aauaral  lanadlata  altarastiyas. 


ttMBi  (1)  lower  tha  anlistnant 


talaetlott  ataodaxda;  (2)  ellnlnata  seas  or  all  applicant  prefaraneas  as 
eonditiona  of  anliatwant;  (3)  alter  salsetion  standardt  to  aaka  acre 
applicants  alipibla  for  a broader  ranga  of  tha  oeeupatlontl  asal|aaMnts 
la  lAieh  Taeanelas  occur}  (b)  accept  tha  rscrultiag  shortfalls  that  occurred, 
Iran  if  tba  Sarrlca  da-anphaaiaad  applicant  praferencM  and  louarad 
anlistnant  aalaction  standardt,  it  in  eooealrabla  that  in  eartain  aeaaarioa 
of  dsficlant  supply  thaaa  tun  atapt  would  not  ba  auffielaat  to  incraaaa  tha 
affaetira  slaa  of  tha  applicant  pool  adequately,  ddjuatnaats  to  cutting 
tcoraa  for  jobs  would  ba  tha  only  other  sapadiant  arailabla  to  tha  Sarriea 
for  closing  tha  ranalaing  gap.  To  ratain  rigid  cutting  tcoraa  for  Jobs  and 
thus  incur  sbortfalla  would  degrade  tha  nlation  eapabilitlas  of  tha  Amad 
foreaa,  but  tha  reluctance  of  tha  Amad  foreas  in  tha  past  to  adjust  occupa- 
tional aalaction  standards  nakat  it  quaationabla  that  they  would  change 
this  tlna-honorad  policy  aren  In  the  face  of  tariout  eonauqusneea.  Tat 
tba  policy  could  bacons  tha  key  to  auatainlng  Sarrlca  nanpowar  raquirtnanta 
in  tha  ATf  recruiting  anrironnent  of  tha  uncertain  future. 
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3.  Tht  ptobl»  ef  «T«lu>tlM  —Ittlon 

Tha  UM  of  ■oloetiott  otandardo  In  tha  Anad  Toteaa  la  a fact  of 
Ufa.  Thajr  eontrlbuta  to  tha  allltar;  alaaloa  la  that  tha  total  aiabaca 
of  fully-^llflad  aed  rallabla  paopla  coatlaually  Tafolrad  la  aach  oec»- 
ftlen  ara  aaatalaad  hy  a fonal  aalactloa  aad  aialinaaar  fcacaaa  that 
haa  parfotaad  adaquataly  la  aalactlac  aao«(h  of  tha  tight  Uaia  of  ayyll- 
eaata  to  fill  all  oceupatloaal  yacaaelaa.  But  ara  tha  Aiaai  foteaa  aayloytag 
tha  boat  yoaalbla  aalactloa  ataadardaT  Tha  foragolBg  dlaeaaaloB  taatlflaa 
to  tha  aaay  dlffaraat  klada  of  coaaaqoaacaa  that  follow  traa  tha  aaa  ef 
aoy  git  a aat  of  aalactloa  ataadarda.  Blaca  thara  la  aa  ilaaaf  laflalta 
Doabar  of  altarnatlva  aata  of  cuttlag  acoraa  for  l^rrlea  aacagatloaa  that 
aa«ild  aatlafy  aaepowar  raqulraaaota  equally  aall,  tha  took  af  aaaluatlag 
all  poaalbla  aata  ralatlva  to  aach  othar  aaaaa  hardly  yoaalbla  area  whaa 
thara  la  agraaoMat  about  which  yardatlck  to  uaa  for  aaaaiirtig  *geedaaaa". 

Tor  laataaca,  tha  aat  of  aalactloa  ataadarda  that  la  beat  tar  aalatalalag 
aeaa  daalrad  laral  of  aecio-acoaowlc  reyraaaatatloa  aaaog  accaaaleaa  aay 
ha  wary  caatly  la  taxaa  of  attrltloa.  k dlffaraat  aat  of  aalactloa  ataadarda 
that  alalalaaa  loatabllltlaa  la  tha  flow  of  flrat  tata  aaralaera  to  the 
earaar  force  aay  dictate  aa  uaaceeytable  yattara  of  aeclo-acoacale  royra- 
aantatloa. 

A aera  fundaaantal  ebatacla  la  oraluatlag  today'a  ataadarda  la  tha 
legacy  of  tha  tanrlca  policy  to  hold  occuyatleoal  ataadarda  coaataat  owar 
tha  yaara.  Ho  hlatorlcal  data  axlat  to  lodlcata  hew  aay  low  aptitude 
racrulta  would  aurrlra  whaa  aaalgnad  to  Sarwlca  occopatlaaa  that  ha*a 
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Cndlttsoally  ocludad  >11  but  hl(h  aptitude  taetults.  flma  It  to 
topsatlbla  to  datanlna  a otlerl  hov  tha  lovarlnt  of  eutttog  aeoraa 
uo^  topaet  on  tha  production  of  full7>-quallftod  and  raUabto  poopto 
In  tbaan  eeeupatlooa.  It  could  ba  that  tha  aaaa  proportton  of  Invar 
^titsda  paopla  vould  aurrlra  aa  hlph  aptitude  paopla  aaaltnad  to  aonn 
of  tha  Joba,  but  thara  la  no  vap  to  rallablp  aatlaata  vhat  tha  proportton 
*111  ba  baforahand.  Stollarlp,  tha  raaallataant  rataa  for  lo»  aptltuda 
aorrlaora  can  not  ba  raltoblp  aattoatad  la  thaaa  jeba. 

Thaaa  barrlara  do  not  aaka  tha  aaaluatlon  of  axlatlng  aalactloa 
atandarda  topoaalbla,  but  tbap  do  Halt  tha  acopa  of  anp  earloua  araalna- 
tlon.  Prtoarllp  for  thaaa  raaaona  tha  Amad  Toreaa  hava  not  parfomad  a 
apatanatlc  aaaluatlon  of  oeeupatleoal  naleetlon  atandarda  to  datamdna 
tha  "loodnaaa”  of  thoaa  aaplopad  todap  ralattoa  to  aueh  aipllelt  aaaluattoa 
aaaauraa  aa  na»1i»  atabllltp  or  alnlaliad  attrition. 

IP.  MRBOos  Of  omofnn  seuctior  tests  ' * 

A.  Chooaa  a Battar  Crltarloo  of  Job  Parfomanca 
Battar  aalaetlon  taata  can  ba  davalopad  bp  tha  Amad  Porcaa  bp  ualnt 
a pradlctlon  crltarlon  that  haa  graatar  ralavanea  to  Sarrtea  objaetlraa. 

Tha  aalaetlon  procaaa  la  uaad  to  recruit  people  who  will  aurwlwa  la  aaalgnncnta 
to  Service  occupatlona.  Survival  aaana  aatlafactorp  parfomanca  throughout 
tha  antlra  flrat  tarn  of  oallatnant.  Todap'a  taata  predict  llkalp  parfomanca 
In  fomal  occtipatlonal  training,  an  laportant  but  linltad  aapact  of  the  broader 
concept  of  job  aurvlval  which  la  crucial  to  tha  Service  nlaalon.  Inataad  of 
aalactlng  Itaaa  which  appear  Co  ba  relevant  to  training  parfomanca,  tha 
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cholca  of  ttoao  Chat  aoka  up  tho  floal  Inatnawnt  ohould  bo  koyod  to  thooo 
Itoaa  that  ipaclfleally  pradlct  aurrlval  In  job  aatlgsaanta  vlch  ■axlM 
aecuracp. 

Tbla  propoaal  la  aaally  statad  but  aora  difficult  to  laplaaant.  Each 
of  tha  Sanrleaa  today  adalnlatar  thalr  oun  aalactlon  taatt  to  appllcanta 
to  aaaauxa  fout  or  >ora  dlffarant  •orfc-ralatad  aptltudaa.  Each  Sanrlca  taat 
would  raqulra  radailso  and  raralldatlon  la  tanu  of  a saw  crlcarlon  Maaora. 

I 

Surrlaal  data  for  raerulca  aaaltaad  to  aaary  Sarrlca  occupation  anat  ba 
daralopad  to  build  tha  baalc  erltarloa  aaaauraa  for  aaeh  taat.  Tha  aalactlon 
of  appropriate  Itaaa  would  procoad  by  ralatlnp  actual  anxrlTal  data  to  tha 
right  and  wrong  aoanara  ladlwlduala  gara  to  tha  quaatlooa  eontalnad  In  tha 
aalatlng  Itaa  pool,  k now  and  aoaewhat  dlffarant  aubaat  of  lt«M  would 
lUcaly  aatrga  for  uaa  In  predicting  job  aurrlval  Inataad  of  training  acoraa. 

Tha  AETAB  prorldaa  an  adequate  mblela  for  Introducing  nora  ralaraot 
Caata,  Tha  ASTAB  In  Ita  praaant  configuration  la  cenpoaad  of  hnndrada  of 
Itana,  and  a particular  aptitude  taat  acore  acblarad  by  an  applicant  la 
noinally  eonpucad  nachanlcally  by  rafarenclng  right  and  wrong  anawara  to  tha 
particular  quaatlona  contained  within  tha  IsVAB  that  hara  bean  ahown  to 
collactlmly  predict  training  acoraa  for  certain  joba  wont  accurately.  Other 
ASVAB  itana  are  refarencad  la  conputlng  an  Indlvldual'a  taat  acoraa  for  other 
klnda  of  aptitude.  The  ASVAB  thua  contalna  a larga  pool  of  dlvaraa  Itana,  and 
tha  nachanlcal  acorlng  procedure  Itaalf  affectively  d'etamlnaa  which  of  tha 
Itana  era  uaad  to  conputa  applicant  acoraa  for  the  varloua  aptitude  taata. 

Tha  choice  of  which  Itana  to  rafarenca  In  calculating  acoraa  for  each  kind  of 
aptitude  taat  can  ha  altered  by  alnply  ravlalng  the  acorlng  proceduraa.  Tha 
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validation  ot  all  Itana  containad  la  tha  ASVAB  rolatlva  to  tha  aurvlval 
ezltatlon  (or  aaeh  of  tha  occupational  cluatara  will  ravaal  which  Itaaa 
ahould  ha  apoclflcally  rafaroncod  to  loaura  oaxlaia  aeeucacjr  In  pradletlag 
tha  now  parfononca  crltarlon.  It  would  a alapla  aattar  to  zawlaa  tha  i^TAS 
aeorlns  proeaduraa  to  changa  tha  ala  of  Itaaa  to  ha  acorad  aecordlug  to  tin 
raaulta  of  tha  walldatlon.  Iha  ASVAB  would  ha  ratalnod  In  Ita  aatlratjr, 
now  acoTlug  proeaduraa  would  ha  dawalopod,  and  tha  raault  would  ha  laprowod 
pradlctlon  of  raemlt  aurvlval  in  aaalgnainta  to  Sarvlca  oceupatlona. 

Tha  dagraa  of  laprovad  pradlctlon  would  ha  llaltad  hy  tha  auahar 
and  vartaty  of  ralovont  Itaaa  alroady  containad  within  tha  oalating  ASVAB 
inatiuaint,  and  haeauaa  thaaa  wara  originally  aalactad  for  uoa  In  davaloplng 
tha  traditional  Sarvlea  aptltuda  aaaauraa,  tha  boat  poaalbla  prodlctlona 
would  contlnua  to  ha  baaod  on  aptltudlnol  conaldaratlona  rathar  than  applicant 
aotlvatlona  and  Intaraata  an  wall.  Thaaa  afforta  night  thorafora  produea 
tha  baot  poMlhla  aptltuda  oaloctlon  taata  for  pradletlng  Job  parforMnea, 
hut  not  naeaaaarily  tha  neat  oecurata  of  all  poaalbla  oalaetlen  taata  for 
thla  purpooa. 

l»reva  tha  Balavant  Contant  of  Sarvlea  Salaetlon  Taata 

Tha  prodletlva  accuracy  of  Sarvlca  aaloetlon  taata  eon  ha  laprovad  by 
Incorporating  aaaauraa  of  attrlhutoa  other  than  worfc-ralatad  aptltuda  Into 
oaloctlon  Inatrunanta.  Tha  hroadanlng  of  tha  Inforaatlon  bona  froa  which 
Job  parfemanca  prodlctlona  ara  aoda  could  ha  affoctad  In  two  waya.  Vlrat, 
tha  pancll-and-papar  taata  could  ha  axpandad  to  Includa  Itaaa  dealing  with 
applicant  aotlvatlona  and  Intaraata  that  can  bo  ahown  to  ha  relavant  In 
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predicting  Job  survival  accurately.  This  would  involve  the  validation  and 
uae  of  new  and  different  iteaa  that  reveal  attitudes  towards  various  kinds  of 
work  snd  working  envlronaents , individual  aspirations  sad  goals,  snd  so  on. 

This  is  not  a new  concept;  efforts  srs  now  underwsy  in  the  Amed  Forces 
Co  develop  non-aptitudinal  iteos  that  could  sons  dsy  be  fomally  incorporated 
into  Service  selection  teste.  The  TOICX  for  sassple  is  specifically  designed 
CO  assess  the  vocstional  interests  of  enlietnent  spplicsnts.  This  Instnaent 
contains  a large  variety  of  non-aptltudlnal  iteaa  that  show  proaise  in  asking 
the  prediction  of  perforaance  in  Service  occupations  note  aceurats.^^' 

Tbs  second  way  that  additional  relevant  Infomatlea  ceald  be  davaloped 
departs  froa  tha  traditional  technlgnaa  for  prodoclng  test  scores.  The 
pencil-and-paper  teat  evaluation  could  be  supplasantad  with  perfomanca  scores 
achieved  on  psychoaotor  tests.  Inch  applicant  would  spend  a few  alnutas 
seated  at  a console  before  a video  display  (cathode-ray  tube).  Us  test 
scores  would  reflect  his  precision,  qulckneae,  consistency,  and  daclalvanesa 
in  responding  to  visual  "Inatructlona"  with  correct  hand  and  foot  aevasants 
on  a control  stick  and  foot  pedals  attached  to  tha  consols. 

There  la  soae  evidence  chat  an  individual's  perfomanca  in  this  type 
of  activity  directly  aaasurea  not  only  certain  obvious  physical  charactaristlcs 
but  also  indirectly  a nuaber  of  psychological  characteristics  such  as 
eaotlonal  stability  and  aelf-confldenca.^^  This  type  of  behavioral  reserach 
has  bean  conducted  by  the  Araad  Services  on  a llaltsd  seals  since  World  War  II. 
Psychoaotor  evsluatlona  shown  to  be  relevant  to  the  Job  survival  criterion 
could  be  added  to  aptitude  test  results  to  coaprlss  a conpoi  s score  used 
to  predict  future  perfomanca  aore  accurately. 
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Othar  (on>  of  additional  Infonatlon  Include  aaca  obvioua  chacactat- 
latlca  such  aa  applicant  height,  weight,  aga,  eaplopaant  atatua,  natltal  atatua, 
ate,  Ihaae  could  ba  fonally  Ineorpocathd  }nto  the  acorlog  procaCura  to 
pcodt^ca  aBza  accurate  pradlctlooa  for  occupational  aaalgnnanta  irtiare  a 
ralationahlp  batwaan  Job  aurrlval  and  one  or  Bora  of  thaaa  charactarlatica 
la  MtAllahad,  Tha  Sarvlcaa  are  now  aovlng  toward  the  uaa  of  aaaauraa  of 
warloua  ^lyalcal  charaterlatlca  to  refine  the  aelactlon  of  Indlvlduala  for 
aaalgnaant  to  apaclflc  oceupatlona.  Efforta  of  thla  type  will  lead  to  aora 
accurate  aaaeaaiMBta  of  Individual  appllcanta  If  the  Sarvlcaa  provide 
aaplrical  evidence  that  tha  additional  aaaauraa  are  actually  relevant  to 
aurvival  in  oceopattonal  aaalgnaanta. 

C.  ^aloy  Mora  Efficient  Statlatlcal  Taehnlnuaa  In  Dealanlna 
and  Valldatlna  Taata 

At  the  heart  of  tha  proeaaa  by  which  aelactlon  taata  are  daalgned 
liaa  the  aophlatlcatad  atatlatlcal  tachnlgua  that  rcaearchara  eaploy  to 

dateralne  which  Itaaa  will  ba  Incorporated  Into  the  final  Inatruacnt  and 
how  rl^t  and  wrong  anawera  for  each  Itaa  ahould  enter  Into  tha  coaputatlon 
of  teat  acoraa. 

The  Araad  Eorcea  today  eaploy  tha  baaic  atatlatlcal  technique  known  aa 
aultlple  linear  ragraaalon  (HLR) . The  atata  of  tha  art  haa  progreaaed  greatly 
alnea  tha  Sarvlcaa  began  ualng  MLR  note  than  IS  yaara  ago.  The  Hat  of 
altamatlva  prediction  tachnlquea  that  have  gained  acceptance  In  the  civilian 
coaaunlty  alnce  Chen  haa  grown  and  now  Includea  ganerallced  non-linear  regreaalon, 
logit  analyala,  problt  analyala,  toblt  analyala,  pattern  recognition  technlquea, 
and  ganarallied  naxlaua  likelihood  eaciaaclon.  The  characterlatlca  of  any 
particular  prediction  problea  dateralne  which  technique  la  beat  aulted  for 
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developing  e ■exleelly  eccurete  prediction  teec.  Two  cherecterleclce  of  the 
Service  prediction  problea  euggeet  that  MLR  aey  no  longer  be  the  beat  poaaible 
technique  for  deelgnlng  eelectlon  teete. 

The  aoet  appropriate  criterion  of  Job  perforaence  la  aurvlval.  Thla 
■eaaure  of  performance  provldee  for  only  two  poaelblllttee.  Chat  a 
recruit  aurvlvea  or  doee  not  eurvlve  Co  conplete  hie  full  term  of  obligated 
aarvlce  In  the  aeelgned  job.  In  general,  MLR  la  not  aa  wall  eulted  to 
predicting  a dlchotonoua  criterion  (one  for  .hlch  there  are  only  two  poaalbla 
ouccomaa)  aa  la  logit,  problt,  or  toblt  analyaia.  Theee  latter  techulquea 
are  epaclflcally  dealgned  to  provide  the  moat  accurate  poaaible  prediction  for 
•Ituaclona  whare  tha  criterion  of  performance  la  dlr.tocomoua. 

Another  Important  characterlatlc  of  the  Serv.ee  prediction  problem 
la  the  complexity  of  Incerrelatlonahlpe  among  the  maaeurabla  and  unnaaaurabla 
faetora  that  conaplre  to  determine  future  performance.  Statletlcal  techniquea 
■uat  be  employed  to  unravel  thla  Gordian  knot  by  leolatlng  teat  Itema  that 
rapreaent  each  of  tha  relevant  far.core  moat  appropriately.  The  atetleclcal 
proeaaa  by  which  Itema  are  Identified  at  preeent  by  uae  of  the  MLR  technique 
can  be  more  eaally  daacrlbed  la  tema  of  an  analogue  In  navigation.  Conalder 
tha  navigator  of  a ahlp  afloat  aomewhere  In  the  middle  of  Che  North  Atlantic 
Ocean  who  muat  determine  the  10  porta  eloeeet  In  dlatance  to  the  ehlp.  Bla 
tiavlgatlon  nap  la  conatructed  to  portray  dlatancee  to  all  porte  accurately 
only  If  naaeurementa  ere  made  by  allowing  for  the  aarch'a  curvature.  The 
navigator  can  do  thla  by  racognltlng  that  the  dlatance  to  each  port  muat  be 
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■Msucei  on  th*  flat  up  alon(  an  are  raehar  than  a straight  11m.  If  ha 
MSS  a rular  ta  uka  atrslght-llM  uaturaunes  ha  will  laesrraetly  sst^tata 
how  far  au;  ueh  port  la,  and  dapandlng  on  how  tha  up  la  eonaeroetad,  htm 


Mssnrwaota  with  tha  rular  uy  laad  hla  to  ehooaa 
furthar  amy  than  aou  of  tha  porta  ha  rajaeta. 


ports  that  ara  rully 


tut  rsaurehara  uaa  statlatleal  tsehnlquaa  to  Idantlfy  aung  all 
posalhla  Iteu  thosa  which  ara  "elosast"  to  tha  parforunea  erltarlon.  Tha 
tradltloul  taehnlqua.  ultlpla  lluar  ragrualon,  uaturaa  "cloaaMaa''  la 
atralght>llM  fashion  juat  as  tha  navigator  of  tha  aulogy  night  auaura 
dlatancu  with  a straight  rular  la  choosing  tha  nuraat  porta.  Othar  statistical 
pradletlon  taehnlquas  ara  avallabla  today  which  attanpt  to  uka  axpllelt 
account  of  underlying  eurwatura  bafora  chooalng  Itau  which  appur  to  ha 
"closut"  or  uat  ralavant  to  tha  parfornanca  erltarlon.  Baeauas  Itu 
aalactlon  dataralus  tha  predlctlva  accuracy  of  tha  taat  iMtruaant,  thara 
la  narlt  In  avaluatlng  thaaa  taehnlquas  as  altamatlvaa  to  MLS.  Thay  Ineluda 
ganarallaad  non- linear  prediction  techniques  and  eartaln  pattern  recognition 
taehnlquas. 

Tha  Araed  forces  ara  currently  Investigating  sou  new  statlatleal 
approaches  for  designing  aptitude  testa  and  other  prediction  devlcea*  anong 
thra  the  Autoutlc  Interaction  Detection  technique  (AID)  and  non-linear 
mM’ritmm  llkllhood  estlutlon.  The  latter  procedure  Is  now  undergoing  experl- 
uncal  evaluation  to  deternlno  Its  capacity  to  dlecrlnlnate  accurately  between 
eventual  survivors  and  non-survlvora  anong  cadet  accaaelons  to  the  Dnltad 
States  Air  Force  Acadeny.— ^ In  this  ezperlunt  Inconlng  cadets  have  been 

characterlxad  in  teru  of  Individual  notlvaclons.  Interests,  and  previous 
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•chol««tlc  «chl«v*B«nt*»  «ad  this  Informstion  profils  foru  the  basis  for 
prsdictiat  subssqusnt  parforasncs.  Prsliminary  rssults  giva  proaiss  that 
this  tacholqua  can  ba  uaad  to  laprorva  accuracy  in  idantifying  tha  potantial 
surYiaora  within  tha  pool  of  all  cadat  accassioos.  A siailar  axpariaant  has 
racantly  baan  inltiatad  to  dataimlna  how  accurataly  tha  tachnlqua  can 
discriniaata  batvaan  awantual  surrlYors  and  failuras  aaong  Air  Forca  racruita 
aagagad  in  basic  military  training. 

Pawalop  Salactien  Taata  to  Fradlct  Farformanca  in  aacb  Sanrtca 

Occupation 

Tha  coacaptual  cluatarlng  of  Sarrlca  occupations  according  to  a 
coaBOO  aptituda  has  provldad  a practical  naans  for  notching  indiwldual 
aptituda  taata  up  with  apaclflc  occupations  to  scraan  applicants  for  aaalgn- 
nant  purpoaaa.  With  no  nora  than  tan  different  kinds  of  aptitude  taata  avail-* 
abla,  tha  Sarrlca  was  conpellad  to  usa  each  aptituda  naasura  as  tha  formal 
salaction  davlca  for  as  many  as  thirty  or  forty  diffarant  occupations. 
Cluatarlng  bacana  tha  solution  to  tha  problsn  to  too  few  aptituda  testa  for 
too  many  occupations. 

Altamatlvely*  a unique  aptitude  test  could  be  designed  to  predict 
recruit  parfomsnee  in  every  unique  job.  This  "one  job,  one  teat"  approach 
would  naka  possible  nora  accurata  prediction  for  every  occupation.  Equal  or 
greater  accuracy  would  obtain  in  all  cases  because  tha  aptituda  test  would  ba 
aapacially  designed  for  a particular  occupation  In  particular.  As  it  la  now, 
each  aptitude  test  cannot  be  tailored  to  a specific  occupation  so  long  as  it 
is  also  used  as  the  selection  neasure  for  many  ocher  occupations.  Tha 
design  of  axistlng  casts  is  the  conpronlsa  of  Individually  diffarant  testa 
that  would  predict  pcrfomance  more  accurately  if  each  were  used  to  predict 
parfomanca  in  one  Job  alone,  the  job  for  which  it  is  specif icslly  designed. 
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It  la  traa  that  tha  avaluatloa  of  aacb  appllcast  (or  aaal^saast  purpoaea 
la  tha  paat  haa  baaa  Bade  aanageabla  bp  lialtlag  tha  aiariier  of  dlffareat 
aptltiada  acoraa  that  a recruiter  auat  refercaee  to  detetBlae  aaalgnMit 
allglhlltp  for  the  full  raaga  of  Service  occupatloaa.  Tha  claaterlag 
approach  haa  aiaplifled  aaalgaaent  acreealag  procedurea  eoualdarablp  la  that, 
to  datenilBe  aa  appllcaat'a  eligibility  for  aaalgaaeat  to  each  of  the  varioya 
Joba  coatalaed  wlthla  a glvea  cluater,  the  recruiter  aaeda  ooly  to  coapara 
tha  appllc:<ot'a  acore  attalaad  oa  a particular  aptitude  teat  to  the 
aelectloo  ataadard  correapoadlag  to  each  job  la  the  cluater.  The  aeora  tha 
^pllcaat  attalaa  oa  a dlffareat  aptitude  teat  la  uaad  to  detemlaa  hla 
eligibility  for  aaalgBaaata  to  all  occupatloaa  rapreaeatad  vlthln  another 
cluatar.  Thla  haa  aaabled  tha  recruiter  to  eatabllah  aa  appllcaat'a  aaalgn- 
aant  ellglbllty  for  all  Service  occupatloaa  by  referencing  a aaall  nunber  of 
taat  acoraa.  If  laatcad  tha  evaluation  of  every  applicant  Included  acoraa 
froB  hundrede  of  taata,  one  for  each  of  the  aevcrel  hundred  different 
Service  occupatloaa,  recrvitera  would  have  to  apead  Boat  of  thalr  tlaa 
checUng  teat  acoraa  agalnat  aelectlon  ataadarda  juat  to  find  out  which 
aaalgnBtata  an  applicant  would  be  allglble  for. 

The  advent  of  conputar  llnka  to  racrulting  offlcea  located  throughout 
tha  United  Statea  rcBovea  the  procedural  barrlara  to  the  "one  Job,  ona  teat" 
alternative.  The  coBputcr  network  enployad  by  the  Any  today  haa  tha 
Inherent  capability  to  autoBatlcally  coapara  each  job  ataadard  with  the 
acore  attained  by  an  applicant  on  the  uniquely  eulted  teat  and  then  parfon 
the  aaaa  coaparlaona  for  acveral  hundred  other  joba,  all  la  a natter  of 


■•cond*.*  With  th«  autonatad  scoring  procedural  caplojred  for  tha  ASVAB,  It 
would  not  ba  difficult  to  ganarata  hundrads  of  dlffarant  scoraa  for  aach 
applicant  bp  prograadng  tha  scoring  nachlna  to  rafaranca  a particular 
aubaat  of  Itaaa  contalnad  within  tha  ASVAB  to  produca  ana  kind  of  taat  scora, 
anothar  Itaa  aubaat  for  anothar  kind  of  acora,  and  so  on.  Each  of  tha  Itaw 
aubaata  would  ba  daflnad  bp  tha  validation  of  all  ASVAB  Itsaa  against  tha 
raapactlva  parforaanca  crltarlon  for  a unlqua  Sarvtea  occupation. 

Tha  othar  Sarvleaa  hava  plana  for  Introducing  eowputar  capabllltlaa  Into 
raerultlng  offlcaa  ovar  tha  naict  faw  paars.  Tha  Air  Torca  looks  forward  to 
asking  thalr  apataa  oparatlonal  in  1976.  Tha  application  of  co^utar 
tachnologp  at  tha  laval  of  tha  racrultar  la  tha  flald  opana  tha  door  to 
Innovations  In  traditional  scraanlng  procaduras.  Hors  accurata  pradlctlon 
of  job  parforaanca  la  now  poaalbla  bacauaa  .^alactlon  casts  can  ba  daalgnad 
for  spaclfc  occupations  rathar  than  for  job  cluatara.  Tha  "ona  job,  ona  taat” 
altamatlva  offers  ona  aaana  for  Incraaslng  tha  afflclancp  with  which  applicants 
ara  salacta.t  for  anllataanC  and  asalgOMOt  to  Sarvlca  occupations. 

Consldaratlon  nuat  ba  given  to  tha  problaa  of  astabllshlng  tha 
cutting  acora  for  aach  job  appropriate  to  aach  new  test.  Hhara  tha  tradi- 
tional cutting  scora  for  an  occupation  has  been  azpraased  In  terns  of  tha 
scoraa  applicants  attain  on  ona  of  tha  traditional  apticuda  taste,  acoras 
attalnad  on  a naw  taat  hava  different  aaanlng  bacauaa  tha  test  la  baalcallp 
dlffarant,  albeit  aore  accurata  In  predicting  parforMoca  for  that  occupation. 
The  nsjor  dllaiBaa  that  confrontsd  tha  Sarvleaa  aora  than  twantp  pears  ago 

•Thla  capablllcp  has  not  pat  bean  fullp  axpoltad  bp  tha  Amp,  however. 


ites  tin  ttadtUonal  cutting  leorM  war*  flrat  aataUlahad  caappaar  In 
asatlp  aon  ci»plleataii  detail.  Tha  faaalblltp  of  raplacing  anlatlsq 
aalactlon  taaCa  wltb  naw  and  battar,  but  nonatbalaaa  dlffacant  taata  Ut 
fuaatlonabla  ao  long  aa  tha  Axaad  Fotcaa  lack  tha  aaana  and  aaHiod  for 
dataralttlng  vhlch  cutting  acoraa  will  boat  aanra  to  aupport  tha  alaalon. 
Hltiwut  aoaa  aatbod  bp  vhlch  the  approprlatanaaa  of  cutting  acoraa  can  ha 
avaluatad,  it  la  difficult  If  not  lapoaalbla  to  Juatlfp  aaklng  alpilfteaet 
ehangaa  of  anp  kind  to  a traditional  aalactlon  procaaa  that  haa  workad 
la  tha  paat. 

▼.  SiniCI  EFTOtTS  ID  BITILOP  MBiaODS  FOB  OmOVUG  SKLICTIOB  STARDABBS 

It  la  li^aaibla  to  aatabllah  apaciflc  aalactlon  atandarda  for  oceu- 
pationa  that  mold  support  Sarvica  aaapovar  ra^ulraaanta  battar  than  do 
tha  axlatlttg  standards  vltbout  conducting  a spstanatie  evaluation  of  tha 
fomal  scraanlng  process.  Sarvica  rasaarchars  in  tha  past  hava  andaavorad 
to  develop  varloua  analptlcal  approaches  to  tha  evaluation  problen.  Each 
attaapt  has  adaquatelp  addraaaed  aosM  Inportant  featuras  of  tha  aalactlon 
process,  but  not  all. 

A.  tha  CAm  Analpat^ 

Thle  Navp  effort  showad  how  a aalactlon  standard  can  be  aatabllahad 
for  anp  one  occupation  to  satlafp  a given  occupational  mopover  raqulra- 
■snt  at  tha  lomat  possible  training  coat.  To  parfom  tha  analpsls,  flva 
tppaa  of  Infonatlon  nust  ba  available.  Thep  are: 

(1)  Tha  nunbar  of  different  categories  of  people  (applicants)  vbo  are  . 
available  for  aaslgisient  to  tha  occupation,  uhera  applicant  scoraa  on 
one  aptitude  test  daflna  tha  categories  considered;  (2)  tha  mabar  of 
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applicant*  who  achlavad  aach  of  th*  wartou*  poaalbl*  taat*  acoraa;  (3) 
tb*  hlatorlcal  attrition  rat*  for  aach  eacatoty  of  appllcaat*  owar  tha 
court*  of  th*  training  prograa;  (4)  th*  avarag*  coat  aaaoclatad  with  an 
attrition;  (3)  tha  total  nuabar  of  graduate*  (training  awrrlwora)  ra- 
qulrad  to  fill  Job  wacanclaa  In  th*  field  at  th*  and  of  th*  training  prograa. 

Th*  analyala  procead*  by  Initially  cbooaiag  th*  hlghaat  cutting 
acor*  poaalbl*.  Th*  nuadier  of  appllcaat*  In  th*  pool  who  aaet  thla 
atandard  la  aultlplled  by  th*  attrition  rat*  for  thla  group.  Tb* 
arlthaetlc  product,  th*  expected  nuad>*r  of  training  fallal**,  la  ailtl- 
plled  by  tb*  awarag*  attrition  coat  to  calculat*  th*  total  coat  of 
attrition.  Tb*  axpactad  nuabar  of  training  aanrlvor*  la  coaparad  to 
tha  required  nuabar  of  graduate*.  If  th*  total  r*qulraaM*t  for  gradnata* 
exceed*  th*  expected  nuaf>*r  of  training  aurvlwor*  froa  thla  group,  Chen 
the  aalactlon  atandard  1*  reduced  to  th*  next  hlghaat  acora,  and  the  **■* 
coapucatlon*  are  perfomed  to  decaralne  If  th*  additional  applicant* 
aad*  eligible  by  the  lower  cutting  acor*  will  be  aufflclant  to  do** 
th*  gap  between  tha  expected  and  required  nuabar*  of  graduate*.  Th* 
analyala  continue*  by  aucceaxlv*  Iteration  to  lower  th*  cutting  acora 
until  th*  total  niaber  of  applicant*  aad*  allglbla,  corrected  within 
each  category  for  expected  attrition,  becoaa*  larg*  enough  lo  aaclafy 
th*  graduate  requlreaent.  The  cutting  acor*  Indicated  la  th*  final  Iteration 
repreaent*  th*  "optlaal"  aelectlon  atandard,  and  tha  atai  of  attrition 
coat*  coapuced  for  each  category  of  applicant*  aad*  eligible  for  aaalgn- 
aant  to  th*  occupation  1*  reported.  Thla  piocedur*  define*  th*  aelectlon 
atandard  chat  aervaa  to  fill  all  vacancle*  In  the  occupation  at  th*  loweat 
poaalbl*  training  coat.* 

* Th*  analyala  proceed*  In  the  aannar  deaerlbad  when  attrition  rata*  for 
categorlea  of  people  with  aucceaalvely  lower  aptitude  taat  acora*  ar*  known 
to  Incraaae  at  each  aCep.  Th*  procadur*  for  detemlnlng  th*  laaat  coat 
atandard  1*  *o**whac  different  when  thla  1*  not  th*  caa*. 
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1!m  Ctftt  aaalytleal  approach  baa  aanp  aarlta.  The  eoUtiig  aeora 
la  tatlorad  to  laauca  that  tha  aupplp  of  vartouatp  qnallflad  appllcasta 
will  Mat  tlia  occupational  laaand  for  tralnad  paopla.  Tha  procadura 
raqairaa  tha  charactarlMtlon  of  tha  applicant  pool  in  nuabaca  aad  klnda 
of  paopla  avallabla.  Bp  iaplicatloo,  tha  cutting  acora  auat  ha  caavaluatad 
aa  aupplp  eharactariatica  and/or  nanpouar  raqulraaanca  changa  ovar  tlaa. 
thia  aapa  that  tha  aalactloo  atandard  uhich  la  baat  (laaat  coat)  at  ona 
tlM  My  not  ha  aultahla  la  a latar  parlod.  For  azMpla.  If  tha  applicant 
pool  dlainlahao,  than  CBPEB  can  ha  anployad  to  dataralna  by  how  ■oeh  tha 
cutting  acora  ahould  ha  loaarad  to  auataln  tha  Sarrlca  ragulroMnt.  If, 
on  tha  othar  hand,  tha  nu^ar  of  graduataa  ragulrad  dacraaaaa,  than  CAPER 
ahoon  boa  high  tha  cutting  acora  can  ha  ralaad  to  aquallaa  tha  aapactad 
and  naadad  aunrlvora  at  tha  loaaat  poaalhla  attrition  coat. 

Tha  fatal  flaa  Inharant  la  tha  CAPES  approach  la  tha  raatrlctlon 
that  tha  cutting  acora  can  be  determined  for  only  one  occupation  at  a 
tlM.  Tha  approach  lacka  tha  aeope  needed  to  aaaluate  cutting  acorea 
for  aavaral  or  many  occupatlona  alaultaneoualy.  Thla  capability  la 
crucial  bacauae  aany  occupatlona  compata  for  available  appllcanta  and 
tha  aupply  cannot  ha  adjuated  to  neat  tha  particular  demand  of  one 
occupation  without  regard  to  the  Impact  on  all  othar  occupational  deaanda. 

A cutting  acora  that  alnlalaaa  tha  attrition  coat  In  one  occupation 
deprlvaa  another  occupation  of  higher  caliber  recrulta  who  would  Mnlfeat 
loMr  attrition  ratea  and  attrition  coata  there  If  ao  aaalgned.  CAPER  daala 
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only  with  thn  narrow  problaa  of  chootlng  ont  laaat  coat  catting  tcora  at 
• whan  tha  raal  problaa  In  avaluatlng  aalactloa  ataalarda  Involvaa 

tha  datamlnatlon  of  tha  cutting  acoraa  for  avary  Sarrlca  occupation  that 
eollactlvaly  aatlafy  all  occupational  daaanda  for  mcratta  at  a 
aggragata  attrition  coat. 

••  >araon-Job  Match 

To  taka  advantaga  of  ccmputar  capabllltlaa  aeon  to  *-irrrni  avallabla 
to  raerultara  In  tha  flald,  tha  *lr  Torca  la  approaching  tha  coaplatlon 
of  an  UD  affort  that  autoaatlcally  datanlnaa  how  May  a^  which  klnda 
of  appllcanta  who  ara  avallabla  at  any  glvan  tlaa  ahauld  ba  anllatad  and 
aaalgnad  acroaa  Sarvlca  occupatlona.  Tha  conputarliad  aalactlon/aaalgnaant 
procadura  raqulraa  f Iva  klnda  of  Infomatlon.  Thay  ara;  (1)  the  nuabera 
and  klnda  of  appllcanta  who  ara  allglbla  for  anllatMnt;  (2)  tha  nuabar 
of  appllcanta  who  wlah  to  ba  aaalgnad  to  aach  of  tha  occ^tlons;  (3) 
which  aaong  tha  Intaraatad  appllcanta  ara  allglbla  for  nalgiaaiil  to 
aach  occupation  according  to  aslatlng  job  aalactlon  iraadinti.  (*)  ra- 


crultlng  quotaa  axlatlng  for  aach  occupation;  and  (5)  tha  charactarlatlca 
of  paopla  who  ara  ballavad  to  ba  tha  beat  klnda  to  have  la  aach  occupation. 

Tha  laat  typa  of  InforMtlon  la  naadad  bacauaa  tha  *lr  Porca  blatorl- 
eally  haa  anjoyad  a aurplua  of  appllcanta  who  naat  anllataant  and  occu- 
pational aalactlon  atandarda.  With  nora  allglbla  paopla  than  there 
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•z«  v«e«»lM,  tha  Air  Forca  probXaa  baa  baan  to  Alstrlbuta  tba  "aoat 
hl^Xy  tpiallflad'’  of  tba  altglbla  applicanta  to  aaeb  of  tba  oceapattosa 
eo^etlsg  for  paepla  wltb  blgb  aptttuda  taat  acoraa.  Tba  dlatrlbutlos 
proeadura  is  tba  paat  baa  oparatad  toforaallp;  tba  raeroltara  thaaaalaaa 
bava  datarsload  bo«  to  aatlgs  applicanta  wltb  taat  acoraa  chat  ^ullfp 
thas  tor  aaay  dlffaranc  Air  Forca  occupations.  Tbap  judged  which  oeeu^ 
patlona  would  buaflt  nose  froa  tba  asalgsaaot  of  racrults  whoaa  aptttuda 
cast  acoraa  sxeaedad  tba  aatabliabad  cutting  acoraa. 

Tba  naw  Air  Forca  salactlon/asslgmant  proeadura,  eallad  parson-job 
aatch,  will  autoaaca  tba  distribution  of  applicants  across  jobs  bp 
eoaparlsg  aaeb  applicant's  ebaractarlatlea  against  a conputarlsad  pard- 
stlek  of  various  ebaractarlatlea  rankad  froa  nose  to  laaat  daalrabla 
for  aaeb  occupation.  Thasa  pardaclcka  bava  baan  davalopad  bp  polling 
suparvlsors  and  training  aanagera  to  find  out  what  ebaractarlatlea 
tpplcallp  distinguish  poor  parfonara  froa  avc  .-age  parforaars  and 
avaraga  froa  good  parforaars  In  specific  occupations.  The  pardstiek 
for  each  occupation  la  a coapoalta  of  charaetarlaclcs  ranging  froa 
apcltuda  cast  acoraa  and  aducatlonal  attalnaaot  to  tba  sax  and  aga  of 
a recruit.  When  aade  operational,  the  recruiter  will  racord  all  of  thasa 
characteristics  on  tba  coaputer  teralnal  in  hla  office,  and  the  applicant 
will  autoaatlcallp  be  aeasured  against  tba  coapcalte  pardstiek  created 
for  aaeb  occupation  aa  wall  aa  the  foraal  anllataent  and  occupational 
selection  standards.  Aaong  tba  various  jobs  for  which  an  applicant  la 
found  to  be  eligible,  ba  will  ba  assigned  to  the  job  in  which  his  parti- 
cular characteristics  are  aoat  desired,  tba  applicant's  asslgnaant  pre- 
ferences pemletlng.  This  insures  Chat  recruits  with  superior  abilities 
are  Mtched  to  the  occupations  chat  can  aake  the  greatest  use  of  this 
windfall  of  perfonance  potential. 
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Th«  p«rion-job  aatch  procadur#  r«flftccs  the  rtcofnltlM  that 
Misting  ••lactlon  standards  by  thaaaalvac  say  not  laad  to  tbs  bast 
poatlbla  diatribution  of  racrulta  vhtn  many  ara  aopacially  aoll  quallflad. 
Tha  procadura  offara  a aaana  to  raflna  tha  aalactlon  and  aaaignaant  pro* 
eaaa  to  capltalita  on  applicant  talant  in  way*  that  tha  traditional 
ocraaning  procaaa  dost  oot.  TWo  purpoaao  ara  aanrad  by  oaarlaying  tha 
aubjactiva  Judgaanta  of  auparviaora  and  training  aanagara  oa  tha  oxiating 
aalactlon  atandarda.  firat,  tha  incorporation  of  additional  iaforaation 
about  aach  applicant  ralatlva  to  aach  occupation  affords  a Bora  daairabla 
natch  on  avaraga  batwaao  tha  racruit  and  tha  job^  and  tha  lihaly  raault 
is  raducad  attrition  in  aona  occupations.  Sacondi  is  rataiaing  tha 
traditional  occupational  cutting  acoraa.  tha  Air  Fores  tatalaa  all  of 
tha  inportant  faaturaa  of  a aalactlon  and  aaatgymant  procaaa  that  has 
workad  in  tha  past  and  is  aspactad  to  work  in  tha  futura.  fha  uaa  of 
aubjactiva  yardsticks  is  a rafineaant  that  will  onhanca  tha  affieiancy 
of  tha  axlatlng  process  at  those  tinea  whan  applicants  ara  in  abundant 
supply  ralatlva  to  occupational  demands.  In  timaa  of  titter  supply, 
tha  aalactlon  and  aaalgnmant  procaaa  automatically  ratuma  to  rmat  om 
tha  tlM*honorad  aalactlon  standards  that  remain  at  tha  heart  of  tha 
parson-job  natch  procaduraa. 

Unfortunately,  parson-job  match  la  oot  an  avaluarlva  mathod  for 
datarmining  tha  bast  aalactlon  standards  that  ara  poasibla.  It  does 
not  show  that  tha  axiscing  standards  minlnlxa  attrition  or  tha  coats 
of  attrition,  nor  does  it  suggest  what  altamativa  aalactlon  standards 
would  batter  aarva  this  or  any  other  purpose,  lather,  it  la  a method 
daslgnad  to  enhance  the  efficiency  with  which  existing  standards  guide 
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tiM  allocMlM  et  applicaati  aerots  Air  Forca  oecapatlou.  Is  eaaaa 
s(  asaaa  aisppl;  it  doaa  ladlcata  how  to  aaalgn  wall  quallflad  appll-> 
casta  to  taka  battar  advaotaga  of  thair  talents.  In  tUs  raspoet  tha 
proeadsra  sarvas  to  caeoneila  tha  sopplp  of  saallabla  paoplo  with  occu- 
pational daaanda  aoaaubat  aora  afficiantly  than  tha  oaa  of  traditional 
salaetion  standards  alona.  lot  tbs  uaafulnaas  of  parson-job  natch  is 
raatrietad  bp  tha  traditional  aalactloo  standards  that  still  fundanMitallp 
dafisa  allgibilitp  for  occupational  aaslgnaants. 

W 

C.  lanehnark  Aptituda  traluation 

In  anothar  ongoing  affort,  Air  Forca  rasaarehars  hava  daaslopad  a 
nathodologp  for  dafinlng  altarnatlva  occupational  aalactlon  standards 
bp  using  pollcp-eapturlsg  tactaniquaa.  That  is,  rasaarehars  hava  askad 
suparyiaors  and  training  aanagars  ho*  thap  uould  chooaa  to  alloeata  a 
llaltad  nunbar  of  racruita  with  yarping  abilitp  (daflnad  bp  aptitude 
test)  across  salaetad  Air  Fares  occupations.  Tha  analpala  of  their 
eholcas  la  aaid  to  "captura"  tha  collaeclya  wladon  of  axparlancad  pro- 
fasaionala.  Tha  rasulta  hay*  shown  that  tha  choices  of  superylsors  and 
trslnara  dlctats  cutting  scoraa  that  ar*  dlffarant  than  tha  axlsting 
salaetion  standard*  for  soaa  of  the  occupations  studied. 

Tha  objaetiy*  of  the  bonchaark  aptituda  rasaarch  is  to  Incorporats 
a broad  rang*  of  axparlenca-basad  Judgnant*  into  tha  datemlnatlon  of 
sltematiy*  salaetion  standards  that  would  aaka  nora  efficient  use  of 
the  talent  that  has  been  tradltionallp  ayailabla  in  tha  pool  of  appli- 
cants for  Air  Forca  anlistaent.  This  affort  ditfera  fron  the  person-job 
natch  approach  in  that  tha  choicas  of  tha  aaparlaneed  professionals  war* 
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not  forced  to  replicate  the  traditional  atandarda.  The  aaelyela  ahowed, 
not  surprlalnply,  that  the  group  choae  to  lower  cutting  acorae  for  eoae 
occupatlona  and  to  ralea  cutting  aeveral  for  othara. 

Thla  experlaent  Mrlta  attention  for  aeveral  raaaoaa.  Flrat,  the 
daclalon  nakara  ware  coapelled  to  take  explicit  accoiat  of  aupply  and 
daaand  together.  With  a finite  nuaber  of  appllcanta  eonalderad  In  the 
axperlaent  relative  to  the  cowpetlng  deaanda  for  racmlta  la  certain 
occupatlona,  the  group  could  not  chooaa  unraallatleally  high  cutting 
acorea  for  all  of  the  occupatlona.  They  alaply  had  to  "naka  do”  with 
available  aupply.  Second,  their  collective  training  and  anparvlaory 
experience  aarved  to  tamper  judgnante  with  eoam  uadaritaadlng  of  tha 
practical  relatlonahlp  between  aptitude  teat  aeoraa  aad  aarrlval  la 
the  occupational  aaalgnaenta. 

The  product  of  the  experiment  wea  an  alternative  net  of  cutting 
acorea  for  the  occupatlona  atudled  that.  If  actually  laplemanted,  would 
dlatrlbute  a given  pool  of  rccrulta  by  aptitude  level  acroaa  joba  In  the 
moat  aatlafactory  poaalhle  aanner  aa  viewed  by  the  amtiiri  of  the  daclalon- 
meklng  group.  One  of  the  ahortcomlnga  Inherent  la  thla  approach  la  the 
critically  Important  factor  of  group  conpoaltlon.  If  the  group  la  weighted 
with  axperta  from  one  occupation  more  than  another,  the  one  occupation  la 
likely  to  be  judged  tha  one  moat  deaervlng  of  a higher  aelectlon  atandard. 

Thla  la  becauce  each  expert  baaee  hla  judgaenta  on  the  range  of  hla  own 
paraonal  experience,  which  uaually  encompaaaaa  only  the  one  occupation 
or  tha  one  kind  of  training  program  with  which  ha  la  familiar.  Each 
expert  knowe  that  In  hie  own  occupation  a high  aptitude  recruit  la 
typically  more  likely  to  aurvlve  than  a low  aptitude  recruit.  The  experta 
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•r*  alas  llaltad  bacauaa  ot  thalr  Infraquant  axparianeaa  Is  Matslag  or 
auparvlatag  racrulta  Kith  aptltuda  lavala  that  vary  aigslflcastly  tiom 
tha  historical  lavala.  If  one  occupation  over  Che  years  has  generally 
racalvcii  racrulta  who  possssa  average  aptitude  acores,  it  la  difficult 
tor  tha  aaparca  to  daterslna  tha  aaCent  to  ufalch  above  average  or  baloK 
avaraga  recruits  would  parfora  differently  froa  recruits  aads  allglbla 
for  ssslpiaent  to  the  Job  according  to  tha  tradition  salactlon  ataadard. 
lurtharaora.  It  la  doubtful  that  these  or  any  other  likely  exparta  could 
asplais  thalr  choices  of  cutting  scores  In  cans  of  such  objectlva 
crltarla  as  a raduead  laval  of  attrition  or  attrition  costs  In  tha  aggre- 
gate. a aore  aqultabla  distribution  of  racrulta  across  Jobs  according  Co 
soclo-acononlc  representation,  reduced  turbulence  in  the  flow  of  first- 
tan  survivors  into  the  carear  cowponent  of  tha  various  Sarvlca  occupations, 
and  so  on.  While  these  considerations  nay  enter  into  each  expert's 
dallberatlona,  the  final  choices  are  detenlned  by  the  aggregate  perception 
of  the  distribution  of  the  variously  qualified  applicants  that  would 
anable  tha  Service  to  continue  to  perfon  Its  nlsalon  satisfactorily. 

The  cutting  scores  chosen  are  the  experts'  answer  to  a unique 
situation  defined  by  a cartaln  nuaber  of  applicants  possessing  a certain 
range  of  aptitudes  who  are  available  for  aasignaent  to  fill  given  re- 
cruiting quotas  for  selected  occupations.  Tha  collective  wladow  nay 
dictate  an  entirely  different  set  of  cutting  scores  in  another  situation 
defined  by  a different  applicant  pool  or  different  quotas  for  the  various 
Jobs  studied.  This  la  perhaps  the  aost  significant  flaw  to  thla  type  of 
policy-capturing  exercise. 
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Th«  b«nchmark  aptltud*  approach  doaa  afford  a aaana  for  avaluacln| 
■tandarda,  but  tha  approach  Icaalf  cannot  ba  avaluatad  to  dataralna  vhathcr 
or  not  tha  azptrta  naka  truly  good  or  baat  cholcaa  with  raapact  to  raducad 
attrition,  attrition  coata,  or  any  othar  avaluatlwa  crltarlon,  and  thara 
la  no  raaaon  to  ballava  that  tha  axparta  hava  tha  raqulalta  braadth  of 
asparlanca  and  knowladga  for  Baking  tha  baat  cholcaa.  Tha  procadura  doaa 
not  autOBatlcally  pracluda  tha  cholca  of  atandarda  that  ara  dlffarant  than 
tha  traditional  cutting  acoraa,  but  thara  la  a atrong  tandancy  for  daclaion 
aakara  to  baaa  thalr  cholcaa  on  prawloua  axparlancaa  with  raemlta  who  ara 
tha  product  of  tha  axlatlng  acraenlng  procaaa.  Tha  policy-capturing  pro- 
eadura  axpllcltly  accounta  for  condltlona  of  aupply  and  daaand,  but  tha 
aolutlon  la  atatlc  bacauaa  It  only  appllaa  to  tha  apactflc  racrultlng 
altuatlon  daflnad  In  tha  axparlaent.  In  tha  racrultlng  anwlronBant  of  today, 
atatlc  aolutlona  to  dynanlc  aalactlon  and  aaalgnaant  problaaa  Inwlta  errora 
that  can  ba  eoatly  and  parhapa  fatal  to  auatalnlny  Sarvlca  nanpowar  raqulra- 


In  a follow-up  phaaa  of  thla  ' i -'r  , raaaarchera  ara  attaaptlng  to 
daflna  altamatlva  cutting  acoraa  atlng  tha  apaclflc  tanka  parforaod 

In  an  occupation  to  tha  ability  of  ;aopla  poaaaaalng  dlffarant  degraea  of 
aptltuda  to  parfom  auch  taaka.  Thla  endeavor  will  probably  ravoal  Bore 
clearly  tha  link  between  Beaaured  aptitude  and  perfotBance  of  occupational 
taaka,  but  aoBe  other  approach  la  needed  to  afford  tha  Serrlcaa  i>  Beane  for 
Baaaurlng  the  efficiency  of  etandarde  and  for  Judlclouely  altering  etandarde 
according  to  varying  condltlona  of  eupply  and  Oeuand. 
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B,  Cuid>lln««  for  D«»l«nlnt  « He t hod  for  Ev«lu«tla« 

6eeup«tlen«l  St«nd«rj« 

A siaapry  of  tha  oerongth*  and  waaknaaaat  at  prior  raaaarch  affetta 
aatabllahaa  a fraaamrk  tor  dnalgnlng  an  analytical  approach  of  aufflclant 
aeopa  to  avaluata  tha  afftcluiey  of  axiattng  aalactlon  atandarda  and  thalr 
altamatlvaa. 

Cannon  to  all  approaehaa  la  tha  fomal  attention  paid  to  tha  li^or- 
tant  rola  that  aalactlon  atandarda  play  in  auatalning  nanpowar  cagoiroMnea. 

Tha  CAPER  analyala  la  drlvan  dlraetly  by  tha  raqutranant  to  naat  the  danand 
for  a apaciflc  nunbar  of  training  graduatan,  axpraaaad  in  tama  of  training 
aurvlvora.  Tha  peraon-job  natch  and  banetnarfc  aptitude  analyaaa  addraaa 
nanpowar  raqulronanta  indirectly,  the  fomar  through  tha  operation  of 
traditional  aalactlon  atandarda  and  tha  latter  in  relying  on  the  collective 
wladon  of  axperlencad  peraonnel. 

Salaetlon  atandarda  are  viewed  aa  a nachanlan  for  oqulllbratlng 
aupply  and  denand  In  the  CAPER  analyaaa,  but  the  benchnark  aptitude 
approach  done  not  afford  thla  kind  of  floalblllty.  The  peraon-job  natch 
procedure  inplleltly  nakea  adjuatnenta  to  tha  acreening  atandarda  for 
occupatlona  in  parloda  of  exceaa  aupply,  but  the  adjuatnaota  do  not  alter 
the  atandarda  traditionally  enployed.  Tha  procedure  lacka  the  capability 
to  nake  fundanentol  adjuatnenta  to  aelaction  atandarda  In  parloda  of 
deficient  aupply. 

CAPER  la  nada  conaplcuoua  by  Ita  inability  to  ahow  how  to  dlatrlbutc 
appllconta  acroaa  nany  occupatlona.  The  rcaolutlon  of  the  acroaa-aptltude 
layering  dlleana  la  left  to  Service  recrultera  in  the  benchnark  aptitude  atudy. 
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Tha  dilMoa  1(  axpllcltly  dealt  vlch  by  the  pereon-job  eatch  approech, 
but  practical  aolutlona  obtain  only  uhen  appllcanta  are  In  abundant  aupply. 

CAPER  can  ba  uaad  to  rallava  tha  pcaaaura  on  Service  racrultara  to 
continually  Identify  and  attract  certain  nunbara  and  Unda  of  appllcanta 
for  anllataant.  Tha  procedure  raqulraa  that  all  avallabla  appllcanta  ba 
charactarlaad,  and  the  cutting  acora  la  aat  at  tha  laval  that  will  Inaurn  nan- 
power  raqulrananta  will  ba  auatalnad  at  laaat  coat,  loth  tba  paraon-job  natch 
and  banchnark  aptitude  procadurea  require  the  recrultara  to  eeek  out 
aufflelant  nunbara  of  appllcanta  who  achieve  acoraa  high  enough  to  qualify 
according  to  rigid  cutting  acoraa  to  fill  whatever  quotaa  anlat  la  the 
varloua  Service  occupatlona.  Tha  approachaa  are  different  In  that  CAPIX 
aatabllahaa  tha  cutting  acora  needed  to  aatlafy  nanpownr  raqulranaata 
after  all  avallabla  appllcanta  have  bean  Identified,  while  tha  other 
procadurea  eatabllah  recruiting  goala  (nunbara  and  klnda  of  appllcanta 
who  nuat  ba  Identified)  neceaaary  to  aupport  nanpovar  requlr manta  baaed 
upon  axlatlng  aalactlon  atandarda.  The  latter  approach  foreea  tba  re- 
crultara  to  find  tha  needed  appllcanta,  but  tha  focnar  approach  rellavaa 
racrultara  of  thla  burden  by  ualng  the  cutting  acore  aa  a flexible  tool 
for  getting  tha  job  done  with  whatever  appllcanta  are  available  In  the 
aupply  pool. 

The  CAPER  analysla  la  alao  noteworthy  for  tha  clearly  defined 
criterion  of  nlnlnua  attrition  coat  by  which  the  appropriate  cutting 
acore  la  deteralned.  In  contraat,  the  afflclency  of  tha  aalactlon 
atandarda  aasoclated  with  each  of  the  ocher  proccdurea  cannot  ba  ex- 
preaaed  In  auch  tangible  terma  aa  nlnlnlzad  attrition,  loweaC  poaalbla 
attrition  coat,  or  any  other  explicit  evaluative  reference. 
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VI.  RECOKKENDATIQNS 

th«  fonsl  recruit  •crcenlng  procee*  texUy  1<  • eoaples  apstai 
CMSlstlsg  of  tests,  testlog  end  scoring  procedures,  end  selection  stsndards. 
In  the  opsrstlonel  snvlronaent,  Its  coaplexlty  derives  froa  tiM  vest  srrsir 
of  oecupstlons  for  which  screening  aust  be  routinely  perfonaed  end  the 
ever-chsnglng  vsrlety  of  eppllcsnts  who  aust  be  tested  and  evaluated  with 
respect  to  all  avallsble  Jobs.  It  Is  not  s process  that  can  or  should  be 
fimdaaen telly  altered  over  s period  of  a few  weeks  or  even  aonths.  But 
fundsaentsl  changes  will  be  necessary  to  affect  significant  laproveaents 
In  the  efficiency  with  which  young  sen  and  woacn  are  aalactsd  and  assigned 
to  Service  Jobs. 

The  eventual  developaent  of  better  tests  aaans  that  recruiters  aust 
be  provided  new  and  different  teats.  Instructions  for  sdalnlsterlng  and 
scoring  then,  and  guidelines  for  Incerprettlng  scores  so  as  to  sake  the 
best  possible  asalgnaant  decisions.  Each  Involves  a considerable  period  of 
research  and  evaluation.  On  the  other  hand,  a coaaltaant  to  effect  specific 
changes  with  an  unspecified  tiae  lladt  for  coapletion  is  not  e true  eanalt' 


The  Services  can  best  manage  their  trannitlon  to  a more  effective 
screening  process  by  directing  their  research  functions  to  develop  comprehensive 
research  and  development  planning  schedules.  These  documents  should  fora 
the  basis  for  estlaatlng  the  aanpower  and  aoney  resources  the  Servlcea  aust 
earaark  for  the  required  research.  In  return  the  research  conaunlty  aust 
coMlc  theaselves  to  realistic  deadlines  for  delivering  their  final  products. 

The  status  quo  la  costing  the  U.S.  taxpayer  alaost  one  billion  dollars 
pet  year  In  direct  salary  costs  alone.  The  indirect  costs  are  likely  even 
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■or*  *tunntn(.  for  r*a*on  of  coat  alone  effort*  to  lapro**  th*  recruit 
*cr**nlng  proc***  *ccordin(  to  th*  guldallne*  dlacuaaed  la  th*  study  should 
bsgln  as  soon  a*  posslbl*. 

iccordlngly,  it  1*  rscnaaindsd  that  th*  S«nrlc*s  task  thalr 
Is-hous*  parsonnsl  rssaarch  function*  to: 

(n  tvaiuatt  ttUtuig  ttJUcUon  tuti  to  ittvmiM.  tketii 

acjcujui^  in  pnedioting  iuMiiuat  ovtJi  tkt  f/tU.  tntUtmtiU 
turn  in  tack  occupation; 

(t)  ptAionm  eompanativt  am^iu  to  UiUt  the  eapabiUtitt 
oi  altcMatiot  itatUticat  teck-.Uguea  ion  deigning  and 
yatidating  ietection  iMtuMenti  utatioe  to  mitUpte 
tiMon  negxeuion; 

(3)  dtutlop  pnototype  tuti  uhich  auune  naximm  accuracy 
ptedicting  iunoivat  in  Senvict  occupatioM  natken.  than 
occupationat  etuiteu; 

(4)  deuetop  ioituane  that  uLlt  penmit  necnuiting  onganizationi 
to  ncienence  unique  tut  iconu  ion.  tvtM  Stnuict 
occupation  in  auuiing  an  appticant'i  job  auignment 
altunativu;  and 

IS)  pntpane  pianiUng  documnti  that  utahtUh  tckedutu  ion 
intnoducing  tunvivat-neienenced  tuti,  iconing  pnccedunu, 
and  connuponding  occupationat  ietection  itandandi  in  the 
opuationat  (necAuiting)  enoinonment. 
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AFPENOIX  A.  ATTRITION  COST  COKPBTATIOMS 

f 

1.  METHOB 

The  ulery  coete  eieoeleted  with  etcrition  were  eetlasted  by  taking 
aeesoBt  of  the  charecterlatic  pattern  of  involuntary  diachargaa  oeenrrlng 
over  the  enliataent  tera  — froa  the  initial  aonth  of  aervlce  throng  the 
thirty-alath  aonth.  Firat,  the  total  dollar  aaount  accrued  by  a typical 
aurvlmr  vaa  calculated. 

The  aalary  an  enliated  aan  accruea  over  the  thirty-alx  aonth  enllat- 
aent  tera  wea  eatlaated  by  uaing  Amy  average  tiae  in  grade  eatiaatce  at  the 
Bonthly  pay  for  that  grade,* 

Pay  la  coaputed  on  the  baala  of  aonthly  baale  aalary  plua  BAQ  for 
alngle  aoAera  (no  dependence)  plua  BAS,  For  exaaple,  an  E-1  with  under  two 
yeara  of  aervlce  eama  $361,20  (aonthly  basic  pay)  $66,60  (BAQ  with  no 
dependents)  + $76.95  (aonthly  BAS  i $2,53  per  day)  for  a total  of  $504,75, 
The  following  cable  waa  ucllired  Co  eatlnace  Che  cuaulatlve  salary  cost 
over  tiae  on  the  baala  of  average  tiae  in  grade. 


Average  months 
Grade  in  grade 

Cumulative  months 
in  service 

Monthly  pay 

Salary 

Cost 

Custulatlve 
Salary  Cost 

E-l 

3* 

3» 

$504.75 

$1,514.25 

$1,514.25 

E-2 

5 

8 

550.35 

2,751.75 

4,266.00 

B-3 

7 

15 

575.25 

4,026.75 

8,292.75 

E-4 

9 

24 

602.25 

5,420.25 

13,713.00 

E-4 

6 

30 

626.55 

3,759.30 

17,472,30 

E-5 

6 

36 

672.15 

4,032.90 

21,505.20 

• 90  days  in  aervlce 


* Sourcea:  THE  NAVY  TIMES  (Oct  15,  1975)  end  OSD  (M6RA) 
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For  axapl*,  th«  av*»(«  racrult  Mrvaa  la  tba  grada  of  E-1  for  tha 
flrat  90  days  of  tha  anllataant  tan.  During  tha  flrat  threa  aontha  of 
aarvlca  tha  cuaulatlva  pay  of  an  S-1  la  $1,514.23.  Thua,  tha  avaraga  racrult 
aho  raaalna  in  aarvlca  for  axactly  thraa  aontha  accruaa  $1,514.25. 

Attrition  data  fumlahed  by  HAXDAC  (OSD,  H4RA)  waa  procaaaad  uadar 

contract  by  Cl  TEMPO  to  dataralna  how  aany  racrulta  DOD-wlda  ara  Involuntarily 

dlachargad  at  varloua  tlaaa  throughout  tha  flrat  thlrty-aix  aontha  of  active 

duty  aarvlca.  An  individual  attrltlng  during  tha  flrat  thraa  aontha  accruaa  a 

aaall  dollar  aanunt  ralatlva  to  aoaaona  who  attrltan,  aay,  aftar  aarvlng 

for  flftaan  aontha.  Attrition  figuraa  ovar  tlaa  azpraaaad  aa  a parcantaga 

of  tha  original  accaaalona  population  ravaal  tha  charactarlatlc  pattam  of 

Involuntary  aaparatlona  ahown  In  tha  following  tabla: 

DOO  CUMULATIVE  AND  SIMPLE 
ATTRITION  KATES  OVER  INITIAL 
ENLISTMENT  TERM  (X) 

MONTH  OF  SERVICE 


1-2 

3-4 

V6 

7-9 

10-12 

...  .. 
13-15 

16-18 

19-24 

25-30 

31-36 

Cuaulatlva; 

3.09 

4.58 

7.68 

10.03 

12.72 

15.54 

17.92 

21.74 

24.17 

25.68 

Slnpln; 

5.09 

1.49 

1.10 

2.35 

2.69 

2.82 

2.38 

3.82 

2.43 

1.51 

Nota  that  both  tha  proportlona  dlachargad  within  aach  tlna  Interval  and  tha 
eunulatlva  proportlona  (Including  attrltlona  occurring  In  aarllar  Intarvala 
ara  portrayad.  Tha  ruanilatlva  atatlatlca  ara  praaentad  graphically  In  tha 
naxt  figure.  Source;  MARDAC  (data  procaaaad  by  CE  TEMPO) 

Tha  attrition  figuraa  for  DOD  racrulta  ahow  that,  while  alaoat  26X 
of  all  racrulta  arc  Involuntarily  dlachargad,  vary  few  accrue  aa  nuch  aa 
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$20,000  in  pay  prior  to  dlscharia  bacauaa  an  Inalgnlflcaat  proportion 
reaaln  in  aarvlca  aa  long  aa  tha  33  nontha  naadad  to  aam  tbla  aaount. 

On  tha  othar  hand,  noat  of  tha  Indlvlduala  who  attrlta  accrua  nora  than 
$1,500  in  pay  bacauaa  tha  najorlty  raaaln  In  aarvlca  for  at  laaat  thraa 
■ontha  bafora  dlacharga. 

Tha  coat  of  ona  attrition  on  avaraga  la  aatlaatad  by  wnlghtlng 
tha  aanunt  of  pay  accruad  by  Indlvlduala  dlachargad  la  aaeh  tlaa  Intarval 
by  tha  proportlxm  thay  rapraaant  aaong  all  attrltlona.  Tor  axaag)la,  S.08X 
of  all  accaaalona  ara  dlachargad  during  tha  flrat  two  nontha  of  aarvlca, 
rapraaantlog  19. 8X  of  total  attrltlona  <3.08  f 25.68  • 19. 8X).  Tlwa,  19. 8X 
of  all  attritions  accrua  roughly  $505  by  tha  tlaa  thay  ara  dlachargad,  tha 
amount  racruita  aam  aftar  ona  aonth  of  aarvlca.*  Similarly  5.8X  of  all 
attrltlona  (1.49  a 25.86  - 5.8X)  ara  dlachargad  in  tha  third  and  fourth 
montha  of  aarvlca.  Thay  accrue  roughly  $1,514,  tha  total  amount  aamad 
by  a recruit  by  the  end  of  three  full  months  of  aarvlca  (thraa  montha  la 
the  mid-point  of  the  **3-4  month'*  Interval  which  baglns  on  the  61at  day  of 
aarvlca  and  ands  on  tha  120th  day:) 

Tha  amounta  accruad  for  all  Intervals,  walghtad  In  tha  manner 
daacrlbed,  were  auDMd  yielding  a total  of  $7,688.  This  la  tha  DOD  average 
coat  of  ona  attrition  occurrlog  during  the  first  anllatnent  tarn,  taking 
account  of  salary  payments  only. 


* It  may  seem  that  the  total  amount  accrued  through  two  months  of  service 
Is  the  proper  figure.  However,  some  recruits  are  discharged  during  the  first 
30  days  while  others  are  discharged  between  the  31st  snd  60th  day.  Therefore, 

the  average  person  discharged  during  the  first  two  months  leaves  the  service 
after  remaining  only  one  month. 
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III.  AmiTIOM  COSTS  AMD  LIFE  CTCU  COSTS 

Inonou*  co«t«  ar*  Incurrtd  throughout  tha  full  cycla  of  • ••rvlccnan 
or  Mrvlcmoaan'*  caroor.  Aaong  tha  racrulta  anllatad  In  a glvtn  yaar,  only 
a aaall  fraction  caaaln  on  actlva  duty  through  ZO  or  30  yaara  of  aarrlca. 

But  thoaa  who  do  accrua  huadrada  of  thouaanda  of  dollara  In  aamlnga  ovar 
that  parlod  and  eootlnua  to  collact  ratlraaant  incoaaa  for  tha  ranalndar  of 
thalr  llfatlaaa.  To  tha  axtant  that  thay  and  thalr  dapandanta  utlllaa  tha 
varloua  non-aonay  banaflta  provldad  by  tha  DoD,  tha  total  axpanaa  Incraaaaa 


Ona  Bight  aak,  how  ahould  thaaa  coata  ha  conaldarad  In  allocating 
anllatnant  appllcanta  aeroaa  Sarvloa  joba  at  tha  baginning  of  a wary  axpanalva 
aanpowar  Ufa  cyclat  Lifa  cycla  coata  ara  largely  Irralavant  to  tha  racrult 
allocation  problaa,  bacauaa  tha  nagnltuda  of  Ufa  cycla  coata  la  datatBlnad 
by  tha  ra^ulrad  alta  of  tha  caraar  force,  nomally  defined  to  aacluda  flrat- 
tan  people. 

Force  plannara  naka  carefully  conaldarad  judgnanta  about  tha  nuabara 
of  aaparlancad  people,  or  career  paraonnal,  naadad  to  auataln  a Bllltary 
force  to  aupport  national  aacurlty  objactlvaa.  Thla  judpaant  effectively 
datamlnea  how  aany  people  will  be  pemlttad  to  reaaln  on  active  duty  until 
ratlraaent.  Projected  loaaaa  froa  tha  career  force  reaultlng  froa  ratlraaanta 
and  aaparatlona  dattmlna  how  aany  flrat-tera  personnel  ara  pemlttad  each 
year- to  reaaln  on  active  duty  beyond  the  Initial  period  of  cnlletaent  to 
enter  the  career  force.  In  the  aggregate,  tha  nuabere  of  flret-tam  people 
willing  to  enter  tha  career  force  by  reenlleclng  have  traditionally  exceeded 
tha  nuabere  required.* 


* For  specific  occupations,  however,  thla  has  not  always  been  the  case. 
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Icgacdleu  of  th*  uia  or  difficult;  with  which  Mmual  racsllatiaat 
obJcctlVM  M«  Mtlaflcd,  however,  the  objectlvee  themeelvee  and  the  force 
atructure  Judgaanta  froai  which  the;  are  derived  deterwlne  )diat  the  total 
life  cjpele  coata  will  be.  In  teraa  of  dlatrlbutlog  enllatsent  appllcanta 
Ktoaa  Service  occupatlona  each  ;ear,  a ver;  Inefficient  allocatton  (unnecea- 
aarll;  high  attrition  and  attrition  coata)  we;  iapl;  no  lower  or  greater 
life  cjrcla  coata  than  a Bexlaall;  efficient  allocation,  excepting  the  coata 
of  attrition  idtlch  occura  during  the  firat  tern, 

Coata  accruing  In  aubaequent  enllatment  tema  (aalary,  rctlrenent 
pa;,  and  non-none;  conpenaation)  are  predaatlned  b;  force  atructure  conald- 
eratlona.  Thua,  it  would  be  erroneoua  to  baae  allocation  decialona  on  life 
c;cle  coata.  lather,  the  objec*.  of  altering  the  recruit  acreenlng  prxeaa 
ahould  be  to  reduce  the  conalderable  coata  that  can  be  ahown  to  reault  fron 
Inefficient  aalection  and  aaalgnaent  practlcca  aanlfeated  In  flrat-tem 
attrition. 
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APPENDn  B:  TH2  OCCUPATIONAL  SURVIVAL  CONCEPT 


For  aorc  than  thraa  dacadaa  taat  raaearchars  havt  conccntratad 
their  efforts  on  developing  selection  tests  prsdictive  of  the  scores  recruits 
achieve  upon  coapletion  of  forael  occupational  training  prograae  (as  discussed 
briefly  in  Part  II  of  the  study  text.)  Our  evaluation  of  the  recruit  screening 
process  indicates  that  better  tests  will  obtain  if  selection  instrusMnts  are 
designed  to  be  eaxlmally  predictive  of  Job  perforaance,  iMasured  as  ”occupa*> 
tional  survival*',  success  or  failure  throughout  the  full  term  of  enlistaenc. 

It  should  pointed  out  that  the  tern  survival,  as  used  here,  connotes 
success  in  basic  military  and  advanced  Job  training  as  well  aa  satisfactory 
performance  in  the  Job  throughout  the  full  term  of  enlistment  remaining  after 
conpletion  of  training.  Tnus,  the  proposed  criterion  encompasses  performance 
in  training,  the  traditional  criterion^  as  well  as  on*the-Job  performance. 

The  survival  criterion  can  only  be  developed  by  tiaching  recruits 
from  the  first  day  of  the  enlistment  term  through  the  last  day.  Researchers 
must  undertake  date  collection  efforts  that  will  enable  them  to  determine 
the  answers  to  the  following  questions: 

1)  To  what  Job  was  the  recruit  initially  assigned? 

Did  he  succeed  or  fell  in  basic  training?  If  he  failed » when 
did  it  occur? 

3)  Did  he  succeed  or  fail  in  advanced  fomel  training  for  the  Job 
to  which  he  was  assigned?  If  he  failed,  when  did  it  occur? 

4)  If  he  failed  in  the  Initial  Job  training  program,  was  he  assigned 
to  a forawl  training  pr.  gram  for  a different  Job?  What  was  the 
new  Job?  Old  he  succeed  or  tail  in  the  second  training  program? 

If  he  failed,  when  did  it  occur?  a 
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5}  Up<m  coi^lction  of  formal  occupational  trainisgf  did  he 

succeed  or  fail  oo  the  jobt  If  he  failed,  at  uhet  point  did 
it  occur? 

Fereonael  reaearchere  must  be  able  to  anewar  theae  queationa  for 
every  recruit  aaaignad  to  each  Service  occupatioa  in  order  to  develop  survival 
profiles  necessary  for  designing  improved  selection  testa.  Extensive  tracking 
of  this  type  is  not  generally  done  by  Service  researchers  today;  hovever, 
it  is  clearly  feasible. 

The  absence  of  a coaplete  longitudinal  data  base  is  a small  barrier 
when  coa^ared  with  the  methodological  objections  raised  by  researchers  to 
proposals  for  adopting  a radically  different  measure  of  recruit  performance. 

It  is  commonly  assumed  that  involuntary  separation  occurring  in  the  field, 
at  some  time  following  the  completion  of  basic  and  occupational  formal  training, 
is  normally  the  result  of  Intangible  fMtors  adversely  influencing  the  individual 
that  are  not  related  to  the  job  itself.  This  ississq>tion  is  invoked  to  justify 
using  training  scores  as  the  prediction  criterion  for  selection  teats.  That 
is,  virtiially  all  recruits  who  fail  for  want  of  chose  specific  attributes 
essential  for  performing  satisfactorily  in  a given  job  are  identified  prior 
to  Che  completion  of  training.  People  who  fall  afterward  do  so  because  of 
"hidden  deficiencies"  which  would  manifest  themselves  in  any  occupation  to 
which  they  might  be  aesigned.  Selection  test«'  ere  therefore  designed  to 
predict  training  performance  becauae  it  is  in  formal  training  that  the 
potoitlal  for  failure  for  job-related  reaoona  le  accurately  revealed. 

According  to  this  view,  the  initial  testing  and  selection  performed 
by  recruiters  together  with  Che  extensive  evaluation  conducted  through  all 
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phases  of  forasl  trsining  srs  asslaslly  sfficisnt  1a  scrtsnlnf  out  all  paopls 
who  lack  tha  particular  actrlbutea  eaaantial  for  satisfactory  parformsnee 
on  tha  job.  It  la  aasusad  that  for«al  ixraanlng  procaduras  and  training 
avaluation  insure  that  every  recruit  delivered  to  tha  field  la  suited  to 
tha  demands  of  the  job.  If  tha  recruit  fails  to  perform  satlefactorlly  on 
the  job,  it  is  because  of  his  inability  to  adapt  to  the  general  ■llitary 
environment,  lack  of  motivation,  or  undetectable  personality  or  character 
aberrations. 

Ve  can  examine  this  assumption  by  focusing  on  sttiltion  rates  among 
comparably  qualified  recruits  assig;ned  to  two  different  occupations.  Attrition 
occurring  during  the  post-training  portion  of  the  enlistment  term  is  of 
particular  interest,  because  the  stated  asstaiptlon  li^lies  that  an  equal 
proportion  of  recruits  completing  training  for  each  job  satisfactorily  should 
be  Involuntarily  discharged  in  the  post-training  environment,  the  result  of 
conditions  not  related  to  the  job.  That  is,  there  will  be  a few  **bad  apples** 
in  every  barrel,  and  tl'>  barrel  itself  has  little  to  do  with  the  proportion 
that  is  later  discovered. 

Our  barrels  in  this  example  sre  the  Army  Mechanic  and  Driver  occupa- 
tions. Our  apples  are  divided  into  two  groups,  mental  category  I recruits 
(the  cop  of  Che  line)  and  mental  category  IV,  non-hlgh  school  graduate 
recruits  (the  least  desirable  recruits  according  to  traditional  measures  of 
recruit  quality). 

The  following  cable  Indicates  the  proportions  of  sll  recruits  of 
either  type  initially  assigned  to  each  job  who  graduated  from  formal  occupa- 
tional training  but  who  were  involuntarily  discharged  during  the  last  two 
years  of  a 36-month  initial  enlistment  term.* 


e Data  prepared  in  GE  TDCPO  contract  as  described  in  Appendix  A 
of  this  study. 
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Aulfiwd  (ltd  Trained  as: 

Attrition  durlna  laat  2 Taara;  Private  Waehanlca 

* Itetal  Categary  I 21.6X  8.SX 

• Mental  Catagorr  H (HBS)  i$.7X  %.«X 

Source:  HASDAC  (data  proceaaed  by  CE  TIMFO) 

The  flgurea  for  aental  category  1 recrulta  ravaal  a eonalderable 

dlflaranca  In  tha  proportlona  attrltlng  after  training  In  the  t*o  Jobe. 
Evldentty.  there  are  one  or  nora  characterlsclce  of  the  Driver  occupation 
that  lead  aany  high  quality  reemlta  to  fall  (21. 6X)  uben  aaalgned  In  that 
capacity,  even  after  eoepletlng  all  foreal  training  aueceaafully. 

The  daaanda  of  tha  Mechanic  occupation  Influence  nental  cetegory  I 
recrulta  to  perfora  quite  differently  on  tha  job  vhan  ao  aaalgned.  Indicated 
by  tha  conparatlvely  low  8.8X  attrition  figure. 

A ncrkad  difference  In  likelihood  of  poat-tralnlng  aurrlval  la  alao 
Indicated  for  aantal  category  IT  (8H5)  recrulta  In  tha  reapectlva  Joba.  But 
for  thle  group  the  poat-tralnlng  denanda  of  tha  Driver  occupation  are  auch 
aore  conducive  to  eucceaa  on  the  Job  than  In  the  Mechanic  occupation. 

Our  high  quality  applea  are  auch  aore  perlahable  In  the  Driver 
barrel,  yet  our  low  quality  applea  are  wore  likely  to  go  bad  In  tha  Mechanic 
barrel.  Theae  flndinga  Indicate  that  the  Job  Itaelf  can  algnlflcantly 
alter  tha  probability  of  aucceaa  or  failure,  even  after  extenalve  acreenlng 
baa  been  perforaed  by  aaana  of  aelectlon  teatlng  and  evaluation  while 
engaged  In  training.  Equally  laportant,  the  characterlatlca  of  each  Job 
affect  different  klnda  of  recrulta  In  different  waya.  miat  la  Inlnlcal 
to  aatlafactory  perfomance  aaong  high  quality  recrulta  In  the  Driver 
occupation  Influencea  low  quality  people  In  a poaltlve  Banner.  The  converae 
la  true  In  the  Mechanic  occupation. 
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Th«  atatlttlc*  do  not  aupport  th«  taaiaptloa  th«C  attrition  In 
tht  pott-tralnlng  anvlronaant  la  unralatad  to  tha  unl^  daaanda  of  tha 
job.  Kathar,  thap  glva  atrong  support  to  tha  altamatlra  nlaw  that  tha 
apaclflc  charactarlatlca  of  tha  occupation  to  uhlch  aa  lodluldual  la 
aaalgnad  continue  to  directly  affect  a parson's  ehaacaa  of  succaas  or 
fallura  In  tha  long  run  daaplta  tha  axtanalva  acraanlag  pracedaa  hla 
aaalgnaant  to  tha  field. 

This  type  of  analysis  shows  how  laprowaaants  la  tha  pradlctlwa 
accuracy  of  tests  can  ha  aaaasaad  In  tha  future.  It  aay  be  axpactad  chat 
as  batter  testa  ara  dawlsad  to  aore  aecnrataly  predict  sccopatlonal  surwlral, 
two  changes  In  attrition  pattama  will  occur,  first,  attrition  throughout 
tha  anllataant  tara  will  decline  In  neat  jobs  and  particularly  attrition 
occurring  In  tha  poat-tralnlng  enwlronaant.  Second,  tha  aagnltuda  of 
attrition  In  each  job  occurring  among  recruits  of  a gluaa  gualltj^  such  as 
a aantal  category,  will  approach  a standard  lawel.  Aa  gtaatar  acrcanlng 
efficiency  la  attained.  It  will  become  more  difficult  to  find  jobs  In 
which,  aay,  mantel  category  I recruits  exparlenca  aa  lusnally  high, 
non-standard  attrition  rate  In  the  post-training  anulronmant.  Attrition 
will  continue  to  occur,  of  course,  bacauaa  there  will  indeed  remain 
undetactabla  Individual  attributes  which  contribute  to  failure  In  the  field 
regardless  of  the  characteristics  of  the  job.  but  fallurss  resulting  from 
tha  Inappropriate  Batching  of  recruit  attributes  to  tha  damands  of  tha 
occupation  over  the  full  term  of  enlistment  will  becoaa  Increasingly  rare. 
HaxlBua  possible  efficiency  will  manifest  Itself  across  all  Service  occupa- 
tions In  a comparatively  low,  standard  rate  of  Involqatary  aaparatlon  In 
the  field  among  similarly  qualified  recruits. 
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EXECUTIVE  StMlART 


TITLE:  RtprAAttnCAClODAl  Policy  vltbln  th«  U.S.  Arwd  Fore**. 

BACKGROUND:  Th«  advlscblllty  of  Caking  policy  action*  Co  achieve  and 

auataln  a repraaantatlve  anad  fore*  haa  been  fhe  subject  of 
locreaalng  public  debate  and  concern.  Despite  Che  lack  of 
representation  during  the  past  three  decades,  representation 
is  becoalng  a formal  policy  objectives  of  the  Services. 

While  concern  Is  expressed  for  Che  levels  of  minorities  and 
women,  and  for  educational,  geographical  and  economic 
representatlotv  In  practice,  the  policy  actions  concentrate 
on  achieving  representation  of  blacks  and  other  minorities 
*nd  geographical  representation. 

PROBLEM:  Whether  the  Services  should  have  representational  policies; 

if  so,  how  should  the  policies  be  defined. 

CONCLUSIONS:  The  adoption  of  formal  representational  policies  by  the 

Services  would  cause  major  problems  of  definition  (i.e., 
who  should  be  subject  to  representational  levels),  admin- 
istration  (what  skills,  units,  areas,  ranks  should  be 
subject  to  representational  controls)  and  political  (what 
would  be  acceptable  representational  levels) . The 
imposition  of  representational  requlrsmsnts  would  also  have 
adverse  impacts  on  recruiting  programs  and  the  sustainability 
of  the  All  Volunteer  Force. 

RlCO^f(ENDATIONS:  The  Department  of  Defense  and  all  Services  should  cease 

all  actions  which  establish  and  support  the  achievement 
of  representational  goals  and  should  recruit  and  assign 
personnel  without  regard  to  representational  factors. 
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RECOMMENDATIONS 


REPRESENTATI0WA2.  POLICY 


Thl*  paper  dlacusaes  reprcsencaclonal  policy  vieh  retptet  to  ailltary 
poroonnol  In  tho  U«S.  Araod  Forcoo;  that  la,  a coablnatlon  of  daclalooa 
concaming  appropriate  lavala  of  rapraaentatlon  and  tha  nacaoaary  lapla* 
■anting  admlnlotrativa  actlona. 

In  contraat  to  goala  or  objactlvaa*  rapraaantational  policy  doel<- 
siona  would  prompt  the  expenditure  of  funds  or  tha  authorisation  of 
laaa-thaa-«axlmu«  afflcienclaa  in  order  to  support  tha  rapraaantatiooal 
policy  daciaiona.  For  axaapla»  a representational  goa]  Bight  be  to  have 
all  new  Service  acceaalona  representative  of  the  geographical  areas  of 
our  country.  This  goal  would  then  serve  as  a standard  against  which 
recruiting  results  could  be  compared.  A representational  policy  daclaion» 
on  the  other  hand,  would  assign  recruiters  to  less  productive  areas  ia 
order  to  schleve  the  desired  geographical  «lx.  Without  such  a rapre- 
aantational  policy,  the  moat  coat  efficient  recruitment  program  would 
locata  recruiters  la  areas  where  they  would  produce  tha  largest  nmh»r 
of  quality  recruits,  regardless  of  the  impact  on  representation. 

HISTORICAL  PRECEDENTS 

Representation  in  the  armed  forces  should  be  considered  in  tbs 
context  of  historical  precedence,  and,  for  tha  purpoaaa  of  this  discussion, 
Che  norm  for  representation  is  the  proportion  of  each  group  within  the 
natlonel  populeclon. 

Vhereee  the  draft  generally  insured  e better  geographical  repre- 
eentecion  within  the  forces,  the  Services  have  never  been  repreeenteCivm 
in  other  erase.  Perhaps  the  closest  chat  the  Armed  Services  caas  to  repre> 
sencatioa  wee  in  the  closing  months  of  World  War  II,  when  the  vast  majority 
of  the  younger  age  cleases  were  Inducted  into  the  forces.  However,  even 
during  that  period  of  major  manpower  demands,  only  73. IZ  of  the  I9-'2S  yaar 


1/  Fourth  Roport  of  the  Director  of  Selective  Service  (Heeh. pDC,GPO,1946)  p*481* 

2/  Hie  Negro  In  the  Araed  Forces » e Stetlstlcel  Feet  Book,  OASD<Equ«I 
Opportunity) , Sept.  1971. 

^ Representation  Honograph,  OASD(N&RA),  HPF,  Nov.  26,  1975. 

The  New  York  Tiaiea,  Feb.  26,  1970. 


olds  were  in  acrvice.-^  The  reneinder^  about  one  aaa  in  every  four,  ms 
diaquallfied  or  excused. 

Since  that  tlae,  the  Servicee  never  have  appi^aehed  repreeantst- 
tionai  levels. 

Black  Representation 

In  tile  active  forces  in  1949,  blacks  coeprised  7.SX  of  the  eftliatad 

forces  and  less  than  IX  of  the  officer  corps.  By  19v2,  the  proportion 

of  black  enlisted  atn  had  reached  9.2X  (still  belov  the  national  p^* 

2/ 

^rtion).  Indeed,  the  proportion  of  black  enlisted  aen  stayed  at 

about  the  SX-lOX  level  until  the  edoption  of  the  AVF  concept  in  1971-72, 

tdien  the  proportion  begen  to  cliab,  reechlng  a level  of  16X  at  the  end 

j/ 

of  n 7S.  Thu.,  bl«;k.  war.  aon  undertcpre.nt«!  In  the  deced.  of 
the  50'c  and  60'e  then  they  ete  overrepresented  In  the  1970's. 

The  level  of  black  repreaentetion  In  the  National  Guard  and 
Kaeervea  1.  the  clu.tc  ceae  of  extreacs.  At  the  end  of  1969,  slightly 
■ore  thm  IZ  of  the  National  Guard  and  Eeaervea  were  black,  even  though 
the  President  of  the  United  States  had  for  two  years  called  Che  recrulc- 
■ant  of  blacks  “a  Batter  of  highest  urgency". 

"For  SOM  reason,  we  haven't  been  able  to  get  e handle  on  idiy 

u 

they  haven't  wanted  to  enlist",  a top  National  Oiard  official  said. 

During  recent  years,  the  National  Guard  obviously  found  the 
answer  to  that  question,  and  the  proportion  of  blacks  In  the  National 
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Guard  has  aigalflcaatly  lacraaaad^  with  blacka  eoaprlalag  aoia  than  23X 

of  nav  accaaalona  In  both  FT  1974  and  FY  1975. 

1/ 

Education  and  Mental  Group  Rapraaentatlon' 

Anothtr  of  the  major  categorlea  moat  commonly  aaaoclatad  vlth 
rapraaantatlonal  pollclea  la  education  and  mental  group  lavala,  and 
In  this  area  the  sarvlcaa  again  have  never  approached  rapraeaatatioa. 
Indeed»  particularly  during  the  recent  AV7  yeara.  It  haa  been  tlia  policy 
of  the  Sarvlcaa  to  Improve  their  educational  and  mental  group  lev«la» 
vlth  the  aim  of  getting  aa  many  high  achool  graduatca  and  hl^Mr  mamtal 
group  recrulta  aa  poaalble.  Itie  Servlcea,  eepeclally  the  active  forcea, 
have  generally  been  aucceaaful  in  thla  queat»  although  their  72X  high 
achool  graduatea  la  the  FT  1975  acceaalon  group  are  allghtly  belov  the 
77Z  of  18  year  olda  who  receive  high  achool  dlplomaa.  In  the  Baeerve 
Forcea,  hovever,  only  51Z  of  the  acceaalona  la  FT  1975  had  hl^  achool 
dlplomaa. 

Concerning  college  trained  youth,  the  recruiting  recorda  are 
more  dleproportlonate.  During  FY  1975,  tone  45t  of  the  18  year  old  male 
population  entered  college;  at  the  aame  time,  only  IIZ  of  the  acceaalona 
Into  the  armed  forcea  had  eome  college  training.  On  the  other  aide  of 
the  ledger,  almoat  55Z  of  the  acceaalona  In  the  National  Guard  and 
Reaervea  In  FT  1970  were  college  trained.  (Thla  level  dropped  off  to 
6. IX  by  FT  75.) 


1/  Data  on  active  forcea  acceaalona,  educational  and  mental  group  levels 
“ PY  70-74  from  DoD  Special  Studies  No.  A02,  F02,  M02  and  *02  of 
9/4/75;  data  on  FY  75  Armed  Forces  accessions,  educational  and  mental 
group  levels  from  OASD(MARA).  Data  on  high  achool  graJuatlooa,  flrtt- 
tlae  male  college  eorollaenca  and  18  year  old  male  population  from 
Projectlona  of  Educational  Statistics  to  1983-84,  (HEV,  National  Center 
for  Educational  Statlatlca,  1975),  pp.  43.  44,  154,  159.  Estimates  on 
GED'a  from  Dr.  Vance  Grant,  National  Center  for  Educational  Statistics. 

Data  on  Reserve  Forcea  acceaalona,  educational  and  mental  group  levels 
for  FY  70-75  from  Briefing  Charts  prepared  by  Office,  Deputy  Assistant 
Secretary  of  Defense  (Reserve  Affairs), 30  June  1975.  Q 
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1h*  noa-hl^  (chool  (raduat*  aiao  baa  baan  dlapfspostlonataljp 
raeraltad  laeo  tha  araad  forcaa.  In  our  aoelat3P,  tha  proportion  of 
It  paar  oUa  who  do  not  raealva  high  achool  dlploaaa  haa  baU  ataadp  at 
about  231  for  tha  laat  alx  yaara.  During  thla  aaaa  parlod,  whlla  tha 
pnportlon  of  active  forca  acceaalona  with  laaa  than  hi^  achool  dlploaaa 
haa  varlad  batwaan  28X  and  39Xi  tha  proportion  of  non-bl^  achool  gradu- 
ataa  la  tha  National  Guard  and  Baaarva  haa  changed  fros  a vary  under* 
rapraaentad  S.7Z  In  FT  1970  to  a vary  overrapreacncad  3d«SX  la  1974. 

Concaming  naatal  groupa,  thare  alao  haa  never  bean  proportionate 
rapraaentatlon.  fliat,  tha  lowaat  102  or  ao  (Category  V paraonnal)  are 
precluded  by  law  fron  anterlng  the  Sarvlca.  Sacond,  tha  Sarvlcea  during 
the  AVF  yaara  hava  llaltad  tha  nuabar  of  (^tagory  IV  paraonnal.  4C  tha 
aaaa  tlna,  tha  proportlona  of  Catagorlaa  I and  II  paraonnal  hava  never 
In  meant  yaara  ranched  their  proportlona  of  tha  general  population. 


The  proportion  of  woaan  In  tha  araad  forcea  alao  haa  fluctuated 
over  the  poatwar  yeara,  froa  a low  of  I.IX  of  total  active  allitary 
atrength  In  FT  1964  to  4.6X  level  of  FT  1973.  The  proportlona  of  woaan 
In  tha  aeparatc  Sarvlcea  alao  varied  at  the  end  of  FT  1973,  ranging  froa 
a low  of  1.6X  in  the  Marine  Corpa  to  a high  of  3.4Z  In  the  Aray.  Oeapite 
Sarvlca  prograna  to  broaden  occupational  opportunltlea  for  woaan,  they  raaaln 
dlaproportlonately  repreaantad  In  adalnlatratlon  MOS'a  (allitary  occupa- 
tional apecUltlea),  with  approxlaately  eight  tlaee  the  proportion  In 
adainintratlva  Jobe  in  both  the  active  and  Reaerve  Forcea  than  In  the 
forcaa  In  total.^^  Further,  becauae  of  their  arbitrary  declalona  to  Halt 
the  nuaber  of  woaen  enllateea,  the  Sarvlcea  have  been  able  to  reach  their 
reerultaent  goale  while  Inalating  upon  higher  entry  atandarda.  If  the 
1/  Data  fumlahed  by  0ASD(H4RA). 
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quota  rtotrlctloM  on  vo««n  onllataonta  wora  ra^ovad  and  If  antnr  atandarda 

uara  aqual  for  aan  and  woMn,  tha  rapraaancatlon  of  woaan  tn  tha  Sanrlcaa  would 

ba  iignificantly  hlghar. 

CaograDhlcal  RcpraaentaClpn 

From  19A0  until  tha  cessation  of  active  Inductions  in  1973,  tha 
Salactlva  Sarvlca  insured  a generally  representative  geographical  dis- 
tribution of  young  awn  in  tha  amad  forces.  Due  to  dlffarancaa  in 
regional  educational  systaaa,  voluntearisa  rates,  health  conditions, 
arc.,  there  were  aoae  differences:  however,  they  ware  not  aignlficant. 

During  tha  recent  AVF  yeare,  there  has  bean  soae  aoveaent  away 
froa  this  historical  geographical  representation  level.  For  axaaple, 
iB  Ft  H71,  llw  In,l«ul  4Bd  th.  Mld-AllMttc  St.t.i  ««r.  prorldln,  1*.3* 
ef  ara.d  fore.,  .cc.i.lon.;  tn  FT  1974,  thl.  h»d  b.«n  r.duc«!  to  17. 2X.  Tli.t 
mm  FMr,  th«r.  m.  a 4X  drop  in  tha  MldMat,  ahlla  tha  ^thaaat,  South- 
mat  and  Pacific  Coaat  atat.a  all  Increaaed  by  2Z  to  3Z.  Than,  durln. 

Ft  1975,  due  prlnarlly  to  ahlfta  of  recruiting  personnel,  the  percentages 

2/ 

were  brought  note  Into  line  with  the  FY  1971  levels.  In  sun,  although 
there  hava  bean  alight  varlancaa,  gaographlcal  rapraaantatlen  has ! ganarally 
been  achieved  throughout  tha  laat  35  years,  although  it  haa  only  been  In 
tha  last  year  or  so  that  specific  policy  actions  were  taken  In  order  to 
achieve  this  goal. 

Econonlc  Representation 

As  with  racial,  educational  and  nale-female  groups,  the  Amed 
Services 'never  have  been  very  representative  of  the  Nation's  econonlc 
classes.  Although  the  draft  pronpted  a somewhat  better  cross  section 
Chan  current  AVF  policies,  the  Selective  Service  rules  on  occupational 


1/  Project  "Volunteer  Road-Map",  U.S.  Air  Force,  1974. 
£/  Representational  Monograph,  op.  clt. 

5 


I 


r i 

'/ 

t 


liiHiiiiwii 


:'V„ 


\ 


aal  eollag*  atudcot  dafcnsents  (which  were  extended  hy  aei^  ts  the  point 
of  non-aliglblllt^  for  induction)  reeulted  in  s «Bcller-than-averaga 
proportion  of  hl^r  Incoae  youth  entering  ecrvlce.  At  the  other  end 
of  the  economic  spectrum,  the  bad  education  and  health  records  of  many 
poor  famlliaa  traditionally  precluded  proportionate  nusbers  of  young 
men  from  theau  iM.thgrounda  from  entering  the  aarvlce. 

Ouring  the  AVF  years,  there  has  tended  to  be  a further  cimcentra- 
tlon  of  accesaions  from  the  so-called  middle  range  of  eecnoade  clasaas. 
iecause  of  continuing  raises  In  Service  educational/nental  group  atandards, 
the  bottom  portion  of  the  economic  ladder  has  been  increasingly  precluded 
from  an'srlng  the  Servlcea,  while  the  absence  of  coapetltlve  wages  for 
college  trained  individuals  has  aubstantlally  limited  men  from  the  higher 
economic  classes.  Althouih  tha  research  on  economic  status  of  accessions 
la  somewhat  unreliable,  the  validity  of  the  data  la  such  that  the  Depart- 
ment of  Defense  states:  "For  the  moat  part,  recruits  cone  from  middle 

1/ 

income  families  and  neighborhoods." 

Summary 

An  analyaia  of  accession  and  foice  characteristics  during  both 
the  draft  years  and  the  current  AVF  yeara  supports  the  conclusion  that 
tha  armad  forces  never  have  been  completely  representative,  with  the 
possible  exception  of  geographical  factors.  In  the  other  areas  of  prime 
Interest  — racial,  educational,  male-female  and  economic  — there  have 
been  both  wide  ranges  and  changes  In  representation  levels  and  limited 
past  concern  on  the  part  of  policy  makers,  the  public  or  Congress  as  to 
the  algnficance  of  these  non-repreaencacive  factors. 


y gapresentatlonal  Monograph,  op.  clt. 
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CURPENT  PUBLIC  DEBATE  COHCBIWIWG  REPRESENTATION 

Dciplc*  th»  fact  that  tha  arnad  forcaa  were  not  totally  re- 
pteaentatlve  In  the  poat  World  War  II  years,  the  question  of  whether 
they  should  be  representative  was  never  given  *ich  concern  until  the 
late  1960's,  when  a combination  of  events  opened  the  door  for  what  has 
becoM  a fairly  heated  debate  among  leglaiatora,  academicians  and  othera. 

The  role  of  the  drefcee  In  the  Vietnes  Wer  first  focused  public 
ettentlon  on  the  disproportionate  representation  chen  apparent  in  the 
ranks  of  the  Army  and  Karine  Corpa  combat  units  and  In  t.helr  casualty 
rolls.  Through  the  use  of  Selective  Service  defensent/exeaptlon  schemes, 
and  by  enlisting  in  the  National  Guard  or  Reserves,  few  college  trained 
upper  class  young  men  vere  being  assigned  to  combat  units  In  Vietnam. 
Conversely,  there  was  a disproportionate  number  of  so~called  "poor" 
and  Blacks  In  the  combat  units.  And  with  high  casualty  rates,  particu- 
larly among  young  blacks,  the  question  ties  raised  concerning  representa- 
tion In  the  forces. 

Proponents  of  Representational  Pollctea 

During  the  same  period,  the  President  directed  the  Cates  Connlsalon 
to  detenlnc  the  ways  and  means  necessary  to  recruit  an  All  Volunteer 
Force.  The  question  of  representation  was  studied  by  the  Comlasion 
and  coonencs  thereon  were  contained  In  their  widely  read  report.  Al- 
though the  Commission  Report  discounted  clelms  that  the  AVF  wr.uld  become 
"all-black"  or  dominated  by  servicemen  from  low  Income  backgrounds,  their 
consideration  of  rspraaantatlooal  factora  in  tha  military  for  tha 
first  time  in  recent  years  gave  an  official  andoraement  to  a concern  for 
representation  - a concern  which  heretofore  had  never  been  expressed  - 
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RlIRREST  PUBLIC  DEBATE  CONCtRMINn  REPRESENTATION 

Despite  the  fact  that  the  anoed  forces  were  not  totally  re- 
presentative In  the  post  Votld  War  II  years,  the  question  of  whether 
they  should  be  representative  was  never  given  «ich  concern  until  the 
late  1960's,  when  a conblnation  of  *eventa  opened  the  door  for  what  has 
becoM  a fairly  heated  debate  aw>ng  legislators,  acadeialclans  and  others. 

Th«  role  of  the  draftee  in  the  Vietnam  War  focused  public 

attention  on  the  disproportionate  representation  then  apparent  in  the 
ranks  of  the  Array  and  Marine  Corps  co^at  units  and  in  their  casualty 
rolls.  Through  the  use  of  Selective  Service  defem^t/exemption  schemes, 
and  by  enlisting  in  the  National  Guard  or  Reserves,  fev  college  trained 
upper  class  young  men  were  being  assigned  to  combat  units  in  Vietnam. 
Conversely,  there  was  a disproportionate  number  of  so-called  "poor" 
and  Blacks  in  the  combat  units.  And  with  high  casualty  rates,  particu- 
larly among  young  blacks,  the  question  %ma  raised  concerning  representa- 
tion in  the  forces. 


During  the  same  period,  the  President  directed  the  Gates  Comnission 
to  determine  the  ways  and  means  necessary  to  recruit  an  All  Volunteer 
Force.  The  question  of  representation  was  studied  by  the  Coanlssion 
and  comments  thereon  were  contained  in  their  widely  read  report.  Al- 
though the  Coramlsslon  Report  discounted  claims  that  the  AVF  would  become 
"all-black"  or  dominated  by  servicemen  from  low  Income  backgrounds,  their 
considsrstion  of  rspresantstionsl  factors  in  the  military  for  the 
first  time  in  recent  years  gave  an  official  endorsement  to  a concern  for 
representation  - a concern  which  heretofore  had  never  been  expressed  - 


At  lAASt  AlncA  th#  lAtA  1940*A,  wh(tn  th#  4«A«grAgAClon  of  the  Ar»H 
forcAA  by  Frciidcnt  TrusAn  prooiptod  a plia  froi  th#  Any  for  a lOZ 
quotA  for  blAck  onllAtAd  And,  lAtor,  a privAtA  AgrtoMtit  with  PrAitdone 


TnaAn  thAt  a quotA  could  b#  AACAbllAhod  If  tht  Auabor  of  blAck  onllAtAAO 

1/ 

**bocAM  dlAproportionACA**. 

Although  thA  CAtAA  CoaAlAAlOtl  kAport  did  not  doCUMBt  itA  rA* 
lAArch  on  thlA  pArtlcular  Iaaua,  th^  rAport  itAtod: 

HtAborA  of  both  thA  vhltA  ond  Nogro  cowAjnitiAA  Hava  AXproiAOd 
eoncArn  thot  thA  All-voluntAor  forcA  night  fill  ItA  AOllAtAd  tAnko 
with  thA  poor  And  thA  block.  Thio  concAn  it  linktd  to  tht  rtcog* 
aitlon  thAt  4 novA  to  a voluntary  forcA  rAquirot  a AubttAntiAl 
locrAAAA  in  firat^tAn  nilltary  pay.  Highar  pay,  it  it  taid, 
trill  incrAAAA  tha  AttrActivanAAt  of  nilitAry  AArvlea  prljaartly 
AAong  lovar  incona  groupa,  whara  tha  proportion  of  Nagroat  it 
high.  A pradoAlnantly  black  anliatad  forca  night  davalop.  Thlt 
trill  raault,  according  to  aona,  in  tha  black  and  tha  poor  baaring 
A dlAproportionata  ahara  of  tha  burdan  ot  dafanaa»  Sona  vhltat 
ara  concarnad  with  tlia  dangara  of  having  In  tha  covaunlcy  a larga 
nunbar  of  blacka  who  hava  had  nllltary  training.  Thay  faar  that 
thaaa  nan  will  partlclpata  in  donaatic  diaordara  and  rlota.— 

Vhlla  tha  raport  rapaatadly  diacountad  thaaa  cUlna*  tbay  nnvnr- 

thalaaa  gava  tha  axpraaaad  concam  a lagltinAcy  that  haratofora  it  had 

not  Aojoyad. 

Following  tha  Cataa  CoMiaaion  Raport,  othara  in  and  outalda  of 
tha  Govamnant  hava  coanMntad  on  tha  Itaua  oT  rapraaantatlon.  Although 
thara  hava  baan  paaning  rafarancaa  in  aoat  of  tliaaa  connantA  to  gaographl- 
cal,  AducAtlonal,  na la- f ana la, and  to  A graatar  aatanC,  acononlc  rapraaan- 
tatlon,  tho  prlna  araa  of  dabata  haa  Involvad  tha  laval  of  black  rapra- 
aantatlon.  This  dabata  waa  glvan  graatar  anphaala  during  tha  AVF  yaara 
by  tha  rapid  jncraaaaa  in  tha  nunbar  of  black  anliattd  accaaalona  Into 
tha  activA  and  Raaarva  Forcaa. 


1/  ^ Wav  York  Ttnaa,  30  May  1975,  p.34. 

2/  Raport  of  tha  Fraaldent'a  CoanUalon  on  an  All-Vuluntaar  Forca, 
^ fabruary  1970,  pp.  141-142. 
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Aaong  those  cowieiting  on  the  issue  vere  two  sponsors  of  the 
leglslstion  which  established  the  Defense  Msnpowi:r  CooBlasion.  SfHisking 
of  their  concerns  end  the  need  for  s coasission.  Senators  Kennedy  stated: 
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Throughout  the  debate  over  the  passage  of  the  Hliitary 
Selective  Service  Act  of  1971,  Public  Law  92-129,  proponents 
of  a volunteer  Army  argued  that  there  trould  be  no  najor  increase 
in  the  percentage  of  ainorities  in  the  Arsed  Forces,  ^hey  said 
the  Gates  Coasission  Stid  the  Defense  Department  anslyses  sug- 
gested that  the  percentage  of  ninority  and  poor  ncmbera  In  the 
Services  would  remain  fairly  stable  and  in  aiost  cases  would  not 
Increase  beyond  their  percentage  of  the  general  population.!' 

Senator  Eaglaton  stated:  * 

1 said  at  that  tine  that  C believed  that  an  All  Volunteer 
Army  would  be  a poor  man's  Ar’.y,  that  it  would  be  cc^npoaed  of 
young  Mn  and  women  from  the  Uver  end  of  the  socio-economic 
scale  %iho,  because  of  lack  of  fo^'mal  education,  lack  of  train- 
ing, lack  of  opportunities,  and  lat.k  of  money  would  accept 
military  service  as  a means  of  economic  survival.!^ 

Thi  result  of  their  concern  was  s specific  charge  to  the  Defense 

Manpower  (omission  (in  P.L.  93-155)  to  give  speciel  consideration  to: 

The  impllcattona  for  the  ability  of  the  Armed  Forces  to 
fulfill  their  mission  as  s result  of  the  change  in  the  socio- 
economic composition  of  military  enlistees  since  the  enactment 
of  new  recruiting  policies  provided  for  in  Public  Law  92-129 
and  the  implications  for  national  policies  of  this  change 
in  the  composition  of  the  Armed  forces. 


MOTE:  The  ability  of  the  armed  forces  to  accomplish  their  mission  as  a result 

of  the  changes  In  the  socio-economic  compoeitlon  of  enlistees  is  discussed  In 
the  OHC  stsff  Reaesr'h  Paper,  "The  Impect  of  Socio-Economic  Cotgiositlon  In  the 
All  Volunteer  Force,"  by  Kenneth  J.  Coffey,  Edvard  Scarborough,  Frederick  J. 
Rccg,  Audrey  J.  Page  and  James  W,  Abellcra.  The  ti^licatlona  for  national 
policies  of  these  changes  arc  discussed  in  this  paper. 

Further  attention  was  called  to  representation  as  an  issue  by 
many  other  organizations.  Individuals  and  groups.  Among  these  vere  Drs. 
Morris  Janowits  and  Charles  Hoskos,'Jr.,  perhsps  the  most  vocal  critics 


y.  Congressional  Record,  26  Septeofcer  1975. 

2/  Ibid. 
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of  "roprooontotlonol  problofu."  Wrltln*  In  vtrleua  pnfMitoiuil 
Jouriuls,  th«  two  ncndenlcUn*  «cho«<l  th«  «<m  chMw,  which  In  bent 
lUuntrnted  tram  the  fallowing  nxcnrpt  fro*  one  of  thnlr  nrticlnn: 

Profcinlonnl  nllltery  offlcnm  nnd  clvlllna  eoMnutntorn 
wlnw  n Inrge  concentration  of  blackn  an  exacarbatlng  race  ten- 
nlona  and  nanagetMnt  problaaa  within  the  Servlcen.  Mnor  are 
apprehenalve  about  the  Internal  reliability  of  auch  a force 
They  further  aak  thw  qoentlon;  Can  a allltary  force  whoaa  co«- 
Ut  unite  are  overweighted  with  a racial  nlnorlty  haw*  crndlbl- 
Ilty  In  the  world  arena?  They  apeak  of  a "tipping  affect"  or 
that  point  .t  wM-h  ►•>-  r*" f'rtlon  of  blaeka  bacMaa  ao  high 
that  large  nuabera  of  vhltaa  ara  no  longer  praparad  to  anttr 
the  particular  Service  or  branch  Involved.  Such  an  eccurraaca 
could  be  engendered  by  faetora  Including  the  perceived  aUtua 
decline  of  unite  ovarproportlonataly  black,  or  the  real  force 
of  black  hoollganlaa  on  the  part  of  aany  lower-ranking  whlta 
enllatad  een.  The  reault  could  well  be  a elgnlflcaot  dlalnlah- 
Mnt  of  vhlca  racrulta  for  tha  grwnd  forca  imlta  lavolvadeA' 

Dr.  Janowlte  again  echoed  thla  thane  In  tantlaony  before  tha 

Oafenae  Hanpower  Comal ealon; 

A repreeentatlve  allltary  la  the  baele  of  civilian  control 
and  tha  legitloacy  of  the  allltary.  In  a deaocratlc  eoclety, 
a rapreaentative  allltary  la  aaeentlal  to  allltary  affectlva- 
neee.i' 

Writing  In  th  Way  York  Tlaae.  John  W.  flnnay  elao  called  atten- 
tion to  tha  concern  of  eoae  polltlclane  for  racial  rapraaentetlon  la- 


Some  coneervatlvee  and  llberale  alao  queatlon  whether  an 
ell-volunteer  force  la  a dealrabla  aoclal  objective  In  a 
^•oeracy:  the  Coneervatlvee  becauaa  they  ara  worried  about 
the  nuabar  of  blaeka  In  the  aervlcee,  the  llberala  becauaa 
they  are  worried  that  the  nation  aay  be  acquiring  a aarcenary 
forca  drawn  from  the  lower  claaaea  that  future  political 
leadera  can  uae  for  allltary  adventurae.2' 


1/  Norcla  Janowltt  and  Charlea  Moakoa,  Jr.,  "Racial  Coapoaltlon  of  the 
All-Volunteer  Force:  Policy  AUernatlvek,"  Araad  Forcaa  and  Society. 
Vol.  I,  No.  1.  Fall  1974. 

2/  Taatlaony  before  the  Defenac  Manpower  Coaalaalon,  17  July  1975. 


2/  The  New  York  Tlaea,  3 Noveaber  1974. 
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Concern  over  black  overrepresentation  also  vaa  expressed  edi- 
torially by  the  Hew  York  TIms,  stating  that: 

...The  end  result  can  be  a force  so  largely  eade  up  of 
Blacks  as  to  destroy  the  integration  ala.l' 

Finally,  even  the  D;;fsnse  Manpower  Coanission  has  identified 

representation  as  a *'problea."  Citing  the  need  for  an  In-depth 

study,  the  Coaaission  in  its  Interla  Report  said: 

tftiereas  the  draft  in  essence  gave  the  allitary  a distribution 
system  which  caused  the  Services  to  more  nearly  reflect  a cross 
section  of  American  youth,  the  All  Volunteer  Force,  on  rhe  other 
hand,  leaves  the  socio-economic  and  ainorlty  group  balance  more 
to  chance.  The  result  has  been  soae  pronounced  aberrations  in 
ths  distribution  of  ailita4.y  oersoonel  «dilch,  although  solvabla, 
nevertheless  create  probleas.a.' 

Proponents  of  **Free-Flov”  Policies 

A defense  of  current  non-represcntational  cnllstaent  levels 

generally  has  been  made  by  black  leaders  and  scholars. 

Writing  in  the  Washington  Star,  Vernon  Jordan  said: 

It  is  interesting  chat  while  American  servicemen  were  fight- 
ing and  dying  in  Vietnam  there  was  little  concern  about  the  dis- 
proportionate numbers  of  blacks  in  front-line  coodiat  units  and 
on  the  casualty  lista. 

Criticisms  of  the  armed  forces  should  be  based  on  reel  issues, 
not  on  false  racial  concerns. 

In  Che  same  article,  however,  Mr.  Jordan  expressed  concern  over 
the  **black  under-repreeentstion"  in  the  officer  ranks. 

Another  voice  of  concern  over  possible  black  representation  pcllcies 
came  from  Representative  Shirley  Chisholm.  In  my  mind,  ^aid  Chisholm: 

All  this  Calk  about  a volunteer  Army  being  poor  and  black  is 
not  an  indication  of  ’’concern"  for  the  black  and  the  poor  but 
rather  of  the  deep  fear  of  the  possibility  of  a black  Army.  Very 


y The  New  York  Times.  5 February  1975. 

Zi  Defense  Manpower  Cotanilsslon,  Interim  Report  to  the  President  and 
Congress,  16  Hay  1975,  p.  14. 

y The  Washington  Star,  13  July  1975. 
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f«v  p«opl«  d«slr*  to  verb«llx«  tht  underlying  feer  end  anxiety 
of  a large  nunber  of  black  nen  trained  In  the  allltary  aenae  In 
a Nation  where  raclaa  la  raapant.  Indlvlduale  who  are  upeet  over 
black  Power  rhetoric  ahudder  at  the  Idea  of  a vfaole  Aray  of  blacke 
trained  aa  profeaalonal  aoldlera.V 

lapreaentatlve  Ronald  Delluaa  hae  alao  apoken  out  with  reepccC  to 
poaalble  representational  pollclee: 

If»  through  the  exerclee  of  free  choice  by  ladlviduala,  there 
are  sore  blacke  in  the  Service  than  In  the  popolatloo  (proportion- 
ally),  we  ahould  expect  a proportionately  greater  aaerlflce.  The 
whole  idea  of  a volunteer  Army  la  that  the  individual  will  take 
thia  riak  and  thia  reaponf  ibllity  on  by  hla  or  bar  free  choice. 

It  ia  not  tha  rola  of  eha  wilitery  tc  turn  a qualified  volunteer 
4own  while  telling  hie  **your  coeaunlty  will  not  atand  for  It'*. 
Oeapita  protaatatlon  to  tha  contrary,  that  ia  uhat  we  are  talking 
about,  danying  blacke  opportunity  to  join  the  aUltary.!^ 

To  chle,  Iddie  R.  Villleee*  Proeident  of  the  Joint  Canter  for 

Political  Studiea,  adda: 

But  wl  ather  It  la  admitted  publicly  or  not,  we  know  that  the 
controverey  alao  atena  fro*  dark  viaiona  of  nllicary  trainad 
blacka  taking  control  cf  citlee  and  by  uneubatanclatad  notlona 
about  tha  daqraa  of  confidance  our  alllaa  have  la  black  troope.l^ 

In  eun,  there  ie  growing  debate  end  coocroveray  over  the  queetion 
of  repreeentatioital  policy  within  the  Servicea.  The  vent  aajority  of  the 
coneeate  have  involved  the  level  of  black  repreaentetlon.  Although  c on- 
ce me  have  been  expreaeed  both  by  fectiona  'S#errUd**  about  the  Increaaed 
proportlona  of  blacka  in  tha  armed  forcea  and  by  othar  factlone  who  ere 
*Srorried"  chat  chair  opponenca  will  initlece  acne  form  of  policy  concrole 
over  black  acceeeiona  end  tepreeentetlonel  levele,  little  bee  been  pro- 
poeed  concerning  apeciflc  ectione  that  could  be  taken  - either  In  order 
Co  control  the  nuaber  of  black  ecceeelona  or  to  enaure  an  abeolutaly  "frae 
flow**  opportunity  for  all  nanbara  of  all  groupa. 


^ Taatinony  before  the  Kouae  Armad  Sarvlcaa  Cowtttae,  March  IS,  1971. 

£/  Joint  Center  for  Political  Studiea,  Pocua,  Vol.  S,  No.  S,  Juna  197S,  p.6. 
3/  Steteaent  before  the  Defenee  Manpower  Coaalaalon,  17  July  1975. 


COWEHI  OoO  POLICT  OBJECTIVES  AND  ACTIOSS 


Th«  achlavtneat  aod  niAtalnMnt  of  a "rapraaentatlTa"  anad 
forsa  Mould  sum  to  t>a  a currant  objaetiva  of  tha  Dapartaant  of  Dafanaa, 
although  tha  OMct  dloanslons  of  daalrad  raprcaantatlonal  lavala  and  the 
dagraa  to  uhlch  tha  Sarvlcaa  ara  or  ara  planning  to  go  In  taraa  of  aupportl^ 
thalr  rapraaantational  objactlvaa  with  policy  aetlona  ara  aa  yae  unclaar 
and  have  not  baan  tub j act  to  Congraailonal  axaalnatlon  or  pidillc  debate. 

fowevar,  the  laauance  of  aonthly  atatlatlcal  reporta  which 
dlacuaa  '^apretantaclon'',  tha  publlahlng  of  an  In-depth  lapreaentatlon 
Monograph  by  OSD  (MARA),  and  public  atataaanta  froa  elvlllaa  leadara  within 
DoD  all  aupport  tha  concluaion  that  the  repreaentatlon  level  of  the  araed 
forcea  la  a baaic  conalderatlon  of  our  civilian  and  nilltary  laadera. 

for  axaaple,  aa  Aatlatant  Secretary  of  tha  Amy  Brotcaan  n lantly 
told  tha  Defenaa  Manpower  Coaalatlon: 

....  With  the  advent  of  tha  volunteer  Amy,  It  baeaaa 
Ircraaalngly  evident  that  tha  nafceup  of  the  force  alght 
becoae  aubttantlally  unrepreaentatlve.  Thla  bectae  a 
natter  of  concern  to  many  Membera  of  Congreaa  aa  well  aa 
to  other  national  leadara  and  to  the  aedla.  There  waa 
worry  that  tha  Amy  might  develop  Into  a mercenary 
organlaatlon,  an  Army  of  the  poor,  a regionally  biaaed 
Amy,  or  an  Amy  dlaproportlonata  In  alnorltlea.  Theae 
concema,  while  only  concama  at  the  tine,  prodded  tha 
Amy  Into  an  Introapactlve  loofc.i' 

In  tha  aaaa  atataaent.  Secretary  Brotman  aaenad  to  provide  the 
raaulta  of  thla  policy  aualnatlon: 

Equally  Important  aa  having  a quality  and  proceaalonal 
Amy  la  having  an  Army  which  la  generally  repreaentatlva  of 
tha  American  people,  I mean  repreaentatlva  In  the  racial, 
geographic,  and  aoclo-economlc  aenae. 


U Statement  of  Aaalatant  Secretary  of  the  Army  (MARA)  Brotman  before 
the  Defenae  Manpower  Commission,  17  July  1975. 


Although  others  slso  have  cooBented  on  representstlonel  policy 
goels,  there  arc  mixed  Interpratatlona  within  the  Serrlcae  eoneemlng 
appropriate  rapraaentatlonal  policies,  and  thara  ara  limited  but 
locraaalng  amounts  of  formal  policy  actions  being  taken  In  support  of 
raprasantatlonal  objectives.  Bowavar,  thasa  pollclas  and  aetlona  seam 
to  ba  raatrlctad  to  achlavament  only  of  racial  and  geographical  rapraaanta- 
elonal  ebjactlvea.  Kona  of  the  Sarvlcas,  nor  OSD, la  particularly  eon- 
earned  about  the  lack  of  rapraaentatlon  concerning  education  sad  mental 
group  levels,  proportions  of  woman  or  proportions  of  the  "poor*. 

Intar-Sarvlca  Dlffarancaa  In  Policy  Oblactlvas 

Although  each  Sarrlea  seams  to  have  an  Implicit  servlce-wlda  policy 
of  achieving  pr  portlonal  rapreaantatlon  of  sccaaalons  basad  on  geographical 
origin,  there  ara  Intar-Scrvlea  dlffarancaa  In  their  racial  raprasantatlmal 
poHclaa. 

The  Amy  objacelvaa,  which  apply  to  regular,  Itaaerva  and  Ibtlonal 
Guard,  make  uo  mention  of  racial  rapraaentatlon  In  tame  of  percantagas 
within  the  total  population.  Kaclal  representation  objactlvaa  ara  aats- 
bllsbed  In  tame  of  In-sarvlca  proportions  of  anllstad  blacks  and  other 
racial  nlnorltlas.  Using  tha  In-sarvlca  pareantaga  of  anllstad  blacks,  for 
axampla,  tha  Amy  objective  Is  to  provide  reprasentatlva  participation  In 
all  skill  araaa.  Similarly  It  would  appear  from  tha  Amy  policy  of  coaputlng 
a "rapraaentatlon  Index"  to  maaaura  and  crack  prograss,  that  tha  ultimata 
goal  la  to  have  lha  racial  rapreaantatlon  In  offlesr  strangth  equal  to  tha 
rapresantatlon  In  enlisted  strength. 
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tbm  HaxliM  Corps  objtetlvss  srs  slmllsr  to  ths  Anty  ia  that 
tbsrs  Is  no  rsfsrsnea  to  ths  geoaral  population  for  anllatad  accaaslons. 
Iterlsa  objaettvas  ganarally  daflna  racial  rapreaentatlon  in  tenu  of 
racial  "balanca”  batwaan  occupational  groups  and  aajor  Fleet  Harlna 
Force  coBBands  baaed  on  In-sarvlce  population.  In  tha  araa  of  officer 
accaselons  tha  Marina  Corps  has  astabllahad  a racial  representation 
goal  of  attaining  a percentage  of  alnorltp  accasalona  that  approxlaatea 
the  parcantaga  of  ■Inoritp  college  enrollBent. 

Tha  Alt  Force  (regular,  Haaerve  and  Air  Guard)  racial  representation 
objectives  are  stated  in  teraa  of  both  source  population  aitd  in-service 
balanca.  In  the  araa  of  snliatad  acceaalona  the  Air  Force  representation 
objective  la  to  reasonably  reflect  tha  raeial/ethnlc  slxture  of  the  national 
population.  Aa  for  in-sarvlcc  paraonnel,  the  objective  la  to  achieve  equi- 
table distribution  of  alnorltlaa  in  all  career  fields.  The  Air  Force 
objective  for  representation  in  the  officer  ranks  ia  established  at  6Z  aln- 
orlty  by  early  1980. 

The  Navy  racial  represeotatlon  objective  is  stated  in  tema  of 
seeking  to  achieve  increased  representation  of  alnorltlea  proportional  to 
tha  demography  of  tha  source  population.  Quantifying  this  racial  repreaenta- 
tlon  objective,  the  Navy  accession  goals  are  IZZ  enlisted  and  6Z  officer 
adnoritlea.  Tha  Navy  has  no  eatabllshed  objective  related  to  racial 
representation  in  various  career  fields;  however,  to  Inprove  the  opportunity 
of  alnorltlea  for  apprentice  training,  there  is  a recruiting  goal  that  the 
percentage  of  enlisted  minority  school  eligible  accessions  be  the  same  3?^ 
the  school  eligible  percentage  of  total  accessions. 


In  lua.  In  addition  to  gnotraphlc  origin,  rcprasontatlon  baaad 
on  raea  haa  bacona  a eonaldaratlon  of  all  Sarvlcaa  In  aatabllahlng  apaclflc 
■anpovar  objactlvaa.  Tha  appllcatlona  of  rapraaantatlon  ara  not  atandard. 

It  night  partaln  to  accaaalona  proportional  to  tha  ganaral  population, 
or  captain  quallflad  groupa  <a.g.,  anllatad  vn.  offlcara),  or  dlatrlbntlon 
and  balanca  acroaa  occupational  flalda,  caraar  apaclaltlaa,  and  cartaln 
nnjor  connanda. 

Currant  DoD  Follcy  Actlona 

Inch  of  tha  Sarrlcaa  to  aona  dagraa  currantlp  la  expanding  funda 
or  aupportlng  recruiting  oparatlona  in  ordar  to  achlart  rapraaantatlonal 
objactlvaa.  Thua,  In  tha  tama  daflnad  at  tha  baginning  of  thla  papar, 
aach  of  tha  Sarvlcaa  currantly  la  following  a rapraaantatlon  policy.  Aa 
noted  pravloualy,  thaaa  policy  actions  lapact  noatly  on  racial  rapraaancatlon 
and,  to  a leaser  dagraa,  geographical  rapraaancatlon  lavala  and  dlatrlbuclon. 

In  addition,  there  ara  aany  actlona  that  have  bean  takaa  In  recant 
yaara  by  tha  Sarvlcaa  which  hava  direct  lapact  on  raprasantatlenal  lavala, 
although  tha  atatad  raaaona  for  tha  policy  actlona  vara  not  ralatad  to 
tha  achlavaaant  of  rapraaantatlonal  goals. 

Within  tha  Any,  tha  clearest  axaapla  concama  geographical  rapra- 
aantatlon.  During  FT  1975,  tha  Amy  radlacrlbutad  Ita  recruiting  force 
with  a stated  objective  of  achieving  batter  geographical  rapraaantatlon 
anong  recruits.  Thla  nova  was  taken  although  It  would  hava  base  wore 


•fflelmt  and  coct  tiffactlv*  to  cooeancrat*  racrultara  in  eartals  "pto-ktmf" 
araaa  et  tha  coiaitrt.  Thia  aova,  which  tranaferrad  aoaa  racrultara  out  of 
haavlly  black  araaa,  alao  raaultad  In  a reduction  In  black  enllataMnta, 
although  tha  l^act  on  black  anllataanta  vaa  not  a atatad  goal  of  tha 
radletrlbutlon  prograa. 

Pollclaa  iriilch  dlractljr  Halted  the  enlletaent  of  blacka  have  been 
In  of fact  In  both  tha  Kavy  and  Karine  Corpa.  Reeultlng  froa  high  leval 
concarn  ovar  the  maAar  of  blacka  who  ware  concentrated  In  laae-danandlng 
akin  areea,  both  Servicaa  atteapted  to  Halt  tha  proportion  of  laaa  qualified 
black  enllaceea  by  relating  their  acceptability  to  the  recrultaent  of  black 
cnllateea  with  higher  Mental  Croup  ranklnga.  The  Karine  Corpa  prograa  wan 
in  effect  during  FT  1974  and  197S,  although  atopped  In  February  1975.  The 
Nevy  progrea  atlll  la  In  operation.  In  practlea,  both  prograaa  althar 
Halted  or  permitted  the  enliatment  of  Black  Category  IT  pereonnel 
while  ellowlng  the  anllataent  or  turning  away  of  whltaa  with  alallar 
alolaua  quallflcatlona. 


The  Air  Forca  aloo  haa  taken  at  laaet  one  policy  action  which 
haa  Increaaed  tha  proportion  of  olnorlty  candldatea  within  occupational 
MOSa.  Dealgned  to  achieve  a better  dlatrlbutlon  of  alnorlty  anllateee 
throughout  tha  varloua  akill  arena  In  the  Air  Force,  the  prograa  eaaentlelly 
euthorlaea  parallel  aaalgnaent  ayatema.  Although  candldatea  froa  both  the 
black  and  non-black  groupe  arn  olnlaally  qualified,  tha  minority  candldatea 
who  are  assigned  to  at  least  lOZ  of  the  available  KOS  skill  openings  may 
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or  Bay  not  bo  oquolly  quollfltd  to  tht  non-«lnorlty  candldotoa  thoy 
have  dlaplacad. 

In  addition  to  thaaa  protraaa,  all  four  Sarvlcaa  oparata  apaclal 
■Inorlty  offlcar  racrultaant  prograna.  Altbough  tbay  nay  not  ba  aa  coat- 
affaetlva  aa  othar  offlcar  racmltaant  actlvltlaa,  thaaa  prograna  navarthalaaa 
ara  eontlnuad  bacauaa  of  tha  daalra  of  tha  Sarvlcaa  to  Inprovn  thalr  par- 
caatagaa  of  nlnorlty  offlcara. 


Vlth  tha  advant  of  tha  AV?,  aach  Sarvlca  and  DoD  bacana 
Incraaalng  awara  of  rapraaantatlonal  factora,  and  daaplto  dlffarancaa  In 
Intarpratatlona  (vhlch  of tan  changa  with  changea  In  top  laadarahlp),  tha 
Sarvlcaa  In  varying  dagraaa  aaaa  to  ba  moving  forward  on  Inplanantlng 
policy  actlona.  Vfhlla  aona  policy  actlona  hava  baan  takan  to  data,  and 
othar  policy  daclalono  hava  had  rapraaantatlonal  ovartonaa,  a najor 
policy  coaltnant  to  achieving  rapraaantatlon  through  tha  axpandltura  of 
funda  and  laaa-afflclant  recruiting  oparatlona  haa  yat  to  be  anda. 
However,  unlaaa  Congreaa,  tha  Adnlnlatratlon  or  tha  public  enter  the 
debate.  It  aaama  likely  that  the  Sarvlcaa  will  continue  their  evolution 
coward  flcn  rapraaentaclonal  pollclaa. 

DISCUSSION 

Iha  can  "rapraaentaclonal  policy"  nerlta  apeclflc  definition  In 
Cerna  of  criteria  and  boundaries.  In  Ita  broadest  sense,  representational 


peilcj  £suM  as  «Masal;  ca«4,laa  and  eoafualst  satrlx  of  reatrletlosa 
mi  ta^lzaaasta. 

bi  ociac  to  gals  as  is>daratandin(  of  tba  many  problau  that  would 
ha  aaaoclatad  with  aatabltahlot  raprasantatlonal  polleieat  eosslderatlon 
should  ha  ttwsB  to  tba  followlnf  quaatlona: 

X,  Miat  factera  or  areuoa  should  ha  Ineludad  Is  a raortaantatlosal 
Bollewt 

Iha  (toups  tod  factors  aDst  coaaosly  eltad  In  public  dltcustlona  of 

r^tssaataClonal  policy  ara  ainortty  proupa,  adueatlonal  and  aantal  proup 

lawala,  paoptaphic,  aalt-ftaala  raprtaantatlon  tad  aconoale  lavala. 

Wiila  Idantlfieation  of  tba  last  four  factors  ara  raaaonably  claar* 

cot,  the  problaa  oi  daclding  tha  ainorlty  groups  to  ba  included  would  be 

coaplea  and  aubject  to  heated  public  debate.  While  iblacke,  Spanlah-eurnaae , 

Indiana  and  "othara"  ere  cccaonly  identified  groupa,  what  about  ell  the 

other  at'-nlc.  rallgloua  and  natloneliatlc  groups  in  the  country?  Por 

exaaple,  at  Phil  Stevens  wrote  in  Alt  Perce  Tiaea;  i/ 

Ona  group  of  congreeaaen  recently  aeked  S<  retary 
of  Dafenea  Schlealnpar  to  explain  shat  they  thought  was 
a shortage  of  ethnic  Polish  and  Italian  offlcare  in 
tha  panaral  and  flag  ranks.  Host  of  those  aeabera 
had  Polish  or  Italian  naaaa.  Parhaps  the  various  senators 
and  reprasentetivee  of  Japanese  extraction  will  be 
next  to  ask  why  there  are  no  ganarala  or  adalrala 
with  Japsneta  aumaaea. 

While  Mr.  Stevant*  exaaple  la  a bit  axtreae,  there  nevertheless 
ara  various  ethnic,  raligieut  and  nationalletic  groupr  /hlch  ere  atrlvlng 
for  recognition,  acceptance  and  success.  Thus,  any  definition  of  repre* 
aantational  policy  would  have  to  give  scrioua  coneldaratlon  to  all  such 
groups . 


Air  Force  Tiaea.  24  Septeaber  1975. 


2.  Who  li  « at  «n  ld«nttfl»J  irou^t 

Tho  probloK  of  aotchlng  boo  ond  wobod  with  Idontlflod  group* 

•1*0  would  b«  eo«pl*a,  p«rtlcul«rly  In  th*  ar**  of  ■InorlCy  group*. 

If  bl*eka  war*  eho**n  **  on*  of  th*  group*,  *h*t  Idmtlfl**  a "black"? 
Furtlwr,  1*  th*  objaetlv*  to  achlav*  * racial  r*pr***ntatloa,  or  to 
aehlav*  a rcpr***ntatloo  of  thoa*  black*,  Ipanlah-auraaa*,  Indian* 
and  othar*  that  hav*  pat  to  antar  th*  nalnatraaa  of  daarican  Ilf*.  In 
othar  word*,  abould  th*  nan  and  mown  tdw  hay*  Intagratad  into  th*  aalnatraas 
of  ooclatp  b*  Includad  or  aceludad  froa  tha  roproaontatlonal  policy  r^togory. 

1.  What  la  raoraaantatlon? 

txtandad  public  dabat*  would  bo  nocoaaary  la  ordor  to  anrlv*  at 
a eonaonaua  of  aecaptabl*  rapraaontatlonal  lovala,  for  dopoadlng  upon  tho 
point  of  vlow  of  th*  proponant,  wldaly  dlffarant  nuaorlcal  and  porcantag* 
lavala  could  b*  juatlflad  aa  approprlata.  Tor  aaaapla,  1*  th*  eaa*  of 
black  otflcar  accaaalona,  juatlflabl*  arguwant*  could  b*  aoda  to  aot  th* 
roproaontatlonal  policy  ogual  to  tit*  aallatad  proportion  In  a aorvlc* 

(for  aaaapla  eurrantly  222  In  *ray)s  at  1)2  (th*  proportion  of  black*  In 
th*  youth  population);  11.12  (th*  proportion  of  black*  la  th*  ganaral 
population;  and  62  (th*  proportion  of  black*  aaong  eellag*  graduataa). 

Caaa*  aran  could  b*  aad*  for  porcantag**  aboy*  222  (In  ordar  to  "catch  up” 
on  paat  low*fChan-r*pr***ntational>l*y*l  Input*),  aad  laa*  tha.'  62  (by 
Halting  offlear  coadldata*  to  eollag*  graduataa  with  *p*clflc*ll> 
roqutrod  anglnaarlng,  aclanca,  or  profoaalooal  aojera). 
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i 4.  What  f»etor>  «hould  b«  «ub1«ct  to  r«pr«»«it>tlon«l  pelle’i 

i 

I eeatrolat 

iUwthar  eoi^la  qiMitioii  that  would  hava  to  ba  anaaatad  la  oxdar 
to  atzlaa  at  atef  dafaaalbla  tat^rttaatattonal  policy  eoncarna  tha  araaa 
e(  applicability  lor  tbat  policy. 

Tor  oaaapla,  aad  agala  dapaadlag  upon  tha  point  of  vlaw  of  tha 
propoant,  eaaaa  could  bo  Joatlflad  for  aaforclng  a rapraaaotatlonal 
policy  olthla  tha  Dapartaaat  of  Dafaaaa  aa  a atapla  aatlty,  or  olthla 
yaarly  accaaaloa  totals.  la  thaaa  eaaaa.  It  would  ba  laaatarlal  If 
alpilfleantly  aora  or  laas  of  tha  Idaatlflad  group  aatarad  tha  Any 
ratbar  than  tha  Air  Torca,  or  tha  Narlaaa  rathar  than  tha  Itavy. 

A caaa  alao  could  ba  aada  for  aarrlca-wlda  aqulty,  thua  aaaurlag 
a balaaea  batwaaa  Sarwlcaa.  Tha  Rational  Guard  and  taaarraa  could  or 
could  not  ba  laeludod  la  this  poaltloa,  again  dapaadlag  upon  tha  pro- 
poaant'a  point  of  alow. 

If  aanrlca-wlda  atandarda  ara  agraad  to,  than  tha  aaat  logical 
guaatlon  concaraa  wlthla-aarvlea  dlatrlbutlona.  ghould  rapraaantatlonal 
policy  ba  anforead  wlthla  tha  various  broad  occupatloaal  eatagorlaa, 

I.S.,  eoaibat  ams,  supply,  adalnlatratloa,  ate.T  Should  It  ba  aatandad  to 
spaelflc  MOSa  within  thaaa  broad  occupational  eatsgorlaaf  Last,  should 
tha  gaographlcal  distribution  of  asn/wonan  In  Sarvlca  ba  Inf luancsd  by 
rapraaantatlonal  factors.  If  so,  than  tha  Sarvleaa  would  hava  to  Inaura 
that  an  aqual  proportion  of  aan  and  woaan  froa  Idantlflad  rapraaantatlonal 
groupa,  within  Idantlflad  occupational  cluatara  or  apaclflc  NOSa,  would  ba 
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Mrvliif  In  all  gaographleal  araaa.  . . paihapa  arau  vlthla  all  aub- 
ordln^ta  unltt.  . .parhapa  avan  vlthln  tha  aaallaat  Idantlflabla  unit, 
aucb  aa  aa  Infantry  platoon. 

IQUAl  OrPOKTUKITT,  AmiMATIVI  ACTIOW  AMP  KPMSBrrATlOHAL  POLICT 

ormiiMcts 

Tbara  ara  thraa  pbraaaa  coMonly  uaad  to  daaerlba  official 
Oapartaant  of  Oafaeaa  and  aarrlea  pollelaa  coaecTalng  rapraaaotatlenal 
factora.  Tbaaa  ara  Equal  Opportunity,  Afflcnatlva  Action  and  lapraaantatlonal 
follcy.  Although  alatlar  la  latant,  tha  thraa  ara  dlffarant  In  eoncapt 
aad  aparatlon, 

■qual  Opportunity  prograaa  ara  daalgaad  to  raaoaa  vaatlgaa  of 
bigotry  and  Inatltutlonal  raclaa  la  ordar  to  Inaura  that  all  nan  and  aoaan, 
ragardlaaa  of  chair  raea,  athalc  background,  aeoaoalc  acatua  or  gaographlc 
hoaa  of  raeord,  racalva  aqual  opportunity  for  anllaCBaat,  aaalgnaant,  proao* 
tlona,  ate.  At  lea  ultlaata  auccaaa,  tha  only  crltarla  for  aalactlon  would 
ba  "baat  quallflad”. 

AfflmaClva  Action  prograaa,  on  tha  ethar  hand,  haaa  attachad  a 
aiaMrleal  pareancaga  or  laval  to  tha  rapraaancatlon  of  aarloua  groupa 
vlthln  tha  forcaa.  Ublla  gaaarally  alawad  aa  poaltlaa  prograaa  alaad  to 
Incraaaa  tha  partlelpatloa  ot  alnorlclaa  la  haratofera  undarrapraaancad 
araaa,  a critical  analyala  of  tha  prograaa  would  alao  raraal  t?>at  thay 
function  Co  Halt  tha  participation  of  haratofora  evar-rapraaantad  groupa 
and  tha  dlatlncclon  batwaan  Affltaatlra  Action  prograaa  and  kapraaantatlra 
Follcy  la  at  boat  a gray  araa.  Whlla  "afflraaCtTO  action”  la  a currantly 
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■oia  "•eeaptafela”  phiua,  tha  dafraa  of  policy  anforctaaec  which  cas 
oceiit  Is  affliaatiwa  action  prograas  can  naka  thaaa  patticulac  pt^aaa 
acta  "policy”  than  "action".  For  axaapla,  if  tha  Afflmatiwa  Actios 
prograa  racantly  annousead  by  tha  Any  to  raduca  tha  <mbat  of  blacks 
In  tha  infntry  and  ceaibat  atna  and  to  ineraaaa  tha  ntnbar  of  blacks 
in  othar  nen-eeatat  aaaignaanta  ia  liaitad  to  setioa  coonaaling,  than 
tbara  soold  ba  coapatitlon  for  tha  various  jobs  aaong  squally  quallfiad 
individuals  and  tha  prograa  claarly  would  ba  Afflraativa  Action.  Ivan 
if  spaelal  training  progrna  wars  otiliaad  ia  ordsr  to  bring  alnorlty 
group  aaabars  up  to  a co^patitivn  Isval,  thara  still  would  raaain  aqual 
coapatitlon  batwaan  aiaority  and  aoa-aiaoTlty  group  aaahara.  Bowavar, 
whan  distinct  policy  actions  ars  takan  (whathar  callad  taprasantational 
Follcy  or  Afflraativa  Action)  that  praeloda  aaaigiwMnt  of  squally 
qualifiad  individuals  in  ordar  to  achlavo  battar  balaneot  or  wban  tha  Sarvleaa 
ara  conducting  laaa-afflclant  rserultaant  prograan  for  tha  aaaa  purpoaa, 
than  rsgardlass  of  titla,  thsy  arc  conducting  fornal  rapraaantatlonal  policy 


Tha  Froblana  of  Sotting  kapraaantational  Foliciaa 

A rapraaantatlonal  policy  for  tha  0.1.  anad  fercas  offara  a nultl- 
tuda  of  varlationa,  sach  of  which  would  hava  a diffsrant  iapact  on  idantlfi* 
abla  groupa  of  cltiaans  within  our  country.  As  tha  pravloua  discussion 
Indieatad,  a varlaty  of  points  of  viaws  could  ba  dafandad,  with  a rasultlng 
iapact  on  tha  group  In  quaatlon  ranging  tron  an  axtranaly  low  to  an  aztranaly 
high  laval. 
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Cooatdaratlon  of  rarrMMtatlonal  follcy  aheaU  aat  ka  tadartakaa 
llthtly  or  la  haata.  It  would  ba  Weal  to  tha  eoatlnulof  aaeeaaa  of  any 
yellcy  (which  could  ba  a dallbarata  daclalea  that  tha  foUcy  lauld  bo  ^ 
abaolutaly  "fraa-flow”  without  owart  rayraaaatatlooal  actloas)  that  all 
lataraatad  partlaa  la  tha  eotmtry  partlelpata  la  tha  daelaloa  aad  that 
tha  daelaloa  ba  aubjact  to  aacaodad  public  dabata.  fatthar,  it  wawld  ba 
vital  to  hava  tha  daclaloo-aakara  aa  "rapraaaatatlva"  aa  paaalbU.  Oa 
tha  othar  hand,  aay  dlacuaalaa  of  rapraaaatatlooal  policy  lavola  oaold 
llkaly  ba  a vary  aaotloaal  aad  eaoplaa  wadartaklat  whtek  caold  caaaa  aera 
problaoa  thaa  It  would  euro. 

Tha  froblaaa  of  Adalnlatartno  laoraaaatatloual  Mletaa 

Tha  aoforeaaaot  of  rapraaaatatlooal  poltetaa  threu(h  dallbarata 
actlooa  oa  tha  part  of  tha  Dapartaaat  of  Dafaaaa  oad  tha  VUltary  darvlcaa 
could  croata  aoaalva  adalalatratlva  problaaa  aod  addltloaal  oapoaaaa. 
Dapandlof  upoo  tha  dagrao  to  which  a rapraaaatatlooal  policy  woo  dafload, 
tha  Sarvleaa  could  ba  ragulrad  to  fulfill  thalr  atafflag  tagwlraaaata 
la  cooplloaca  with  a Kaatar  Matrix  of  rapraaaatatlooal  foctora  idileh 
could  ooly  ba  haodlad  by  a eoopwtar  oparatloo. 

Hhlla  ouch  a ayataa  la  tachalcally  peaalkla,  aay  ragulraoaot  that 
lopoaca  rapraaaatatlooal  rathar  thaa  guallflcatloo  faecora  ewld  ba 
oapactad  to  odvaraaly  lapoct  oa  tha  capability  of  tha  oolta  to  porfora 
thalr  olaaleoa.  Thla  would  ba  tha  lapoct  af  aay  rapraaawtatloaal  policy 
aa  tha  policy  would  Holt  tha  flaxlblllty  of  tha  arwwd  forcaa  to  utlllaa 
thalr  paraoonal  In  tha  boat  poaalbla  oaaaar  la  ordar  to  provlda  tha  boat 
poaalbla  dafaaaa  of  our  eouetry.  It  would  ba  uaraaoooobla  to  aapact 


t1i«t  the  Hcnsitlnt/ataffli^  of  tho  forcM  In  aecordaneo  with  ■ hoot 
■os/woaos  for  tho  volley  weuli  eolaeido  with  rocmltaoat/otaffias 
polleloo  with  ropraooBtotlonoI  roottlctlotia.  Tboroforo,  tboro  would  ho 
• frleo  paid  hp  tho  Sorrieoa  is  tana  of  affaetiwaaaaa  for  tha  baoafita 
of  a raproaaatatieul  poliepi  tha  dapraa  of  which  would  ho  datataiiiad 
hp  tha  diffaroBcaa  botwaon  tha  rapraaaatatlooal  poliep  raatrictiona 
aad  tha  "fraa-flow”  of  tha  boat  qualiflad  eaadldatoa. 

Tha  adeptioB  of  a rapraaaatattoaal  poliep  of  aap  ■apnituda  alao 
would  ban  aa  aduarao  lapaet  oa  tha  eoat-affactiwaaaaa  of  tha  raerultias 
oparationa.  lacauaa  a rapraaaatatioatl  poliep  would  iapoaa  t s^rowaota 
diffarant  thaa  that  aehiawad  uadac  a "fiaa  flow"  of  tha  haat  pualifiad 
eaadidataa,  raadjuataaata  la  raerultias  oparatloaa  would  ho  raquirod, 
ualaaa  tha  "aarkatplaca"  happanad  to  coiaeida  with  tha  rapraaaatational 
lavalo,  which  would  ha  a warp  uallkalp  oeeurraaea.  Nora  likalpt  tha 
raerultara  would  hauo  to  rafrata  frow  alsnlat-oa  good  eaadidataa  froa  aa 
orar-auhacrlhad  group  la  ordar  to  raeruit  and  alga-oa  good  eaadidataa 
froa  tha  group  whoaa  anbara  hava  aot  haaa  applplag  la  guaatltlaa  at|ual 
to  tha  daalrad  lawala.  Aa  a raaolt,  thara  would  ha  addlttoaal  afforta, 
taeraaaad  fuadiag  aad  probahla  dacraaaad  afflelaoelaa  ia  tha  raerultiag 
oporatioaa.  Xt  could  apoa  load  to  raerultiag  ahortfalla. 

Tha  lauaet  el  gauraaaatatioaal  Polietaa  Peoa  Suatainabllitr  of  tha  AVP 

Tha  auatalaabilicp  of  tha  Alt  Poluntaar  Porea  ia  dapaadant  upon 
adaquata  nuahara  of  ((uallflad  young  aan  and  woaan  being  racrultad  for 


■lllcary  Mrrle*.  Thar*  la  a dlaclnet  Halt  la  cha  racTBlclag  "aarkatplaca.'* 
Factora  aucb  aa  mlalaua  aadlcal,  aducatloaal  and  aoral  ataadarda,  Icval 
of  aagaa  and  othar  baaallta,  tha  atata  ef  tha  clalllaa  acoaaiT  and  aany 
etbar  factora  datatalna  tha  alaa  of  tha  racrnltabla  poal.  Oarlnt  tha 
aarly  yaara  of  tha  All  Voluataar  Forca,  thara  aara  aaaara  lacnltlat  problaaa 
*lth  a ’SHthatplaea”  that  did  not  alfnlflcantly  aacaad  tha  aaada  ef  tha 
Sarvlcaa.  Slnca  thaa,  particularly  la  1F74  aad  1F7S,  Cha  daaatura  ta  tha 
acoBoay  haa  proaptad  elrtllaa  uaaaployaaat  aad  raaaltad  ia  traacac  maahara 
ef  youap  mb  and  aonia  balat  lataraatad  la  allltary  aarrlca.  Aa  a raaolt, 
the  racmlCabla  pool  ana  lacraaaod  la  alia  aad  tha  Eanrlcaa  aara  able  to 
ralaa  thalr  ataadarda,  thereby  raduclap  tha  alia  of  tha  paal  to  a laaal 
eoaalataat  with  thalr  aaada  ahlla  at  tha  aaaa  tlaa  laptorlaf  tha  quallflcatloaa 
of  cha  potanclal  racrulta. 

Within  thla  abb  aad  flow  of  tha  racrultlnt  aarfcatplaca,  than,  tha 
lapact  of  rapraacntatlenal  pollclaa  nuat  be  conaldarad.  For  aii^la.  If 
a policy  waa  adopted  that  tha  black  Input  Into  tha  dray  nould  be  at  tha 
national  proportion  ef  black  youtha  (13X),  thaa  tha  Any  racndtara  la 
racaat  nontha  would  have  boon  precluded  fron  taklnf  cartatn  qualified 
blacka  (la  axcaaa  of  13X)  while  at  Cha  aana  tine  would  ha*o  boon  raqulrad 
to  find  an  additional  nuabar  of  qualified  non-nlnorlty  eandldatea. 

While  la  tha  "pood"  racrultlap  noatha  ef  1F74  aad  lf7S,  thla 
probably  would  hero  boea  poaalbla  by  apaln  leworlap  aacry  ataadarda  la 
order  to  lacraaaa  tha  alia  of  tha  aon-black  racrultabla  pool,  tha  bottoa 
of  tha  barral  had  baan  raachad  la  1972-74  and  It  probably  would  not  hava 
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bMs  ponlbl*  to  attiaet  addltlosal  non-aliurity  casdtdotac  te  tto 
SarvlcM  wltlxmc  pcovidlns  additional  aonatary  baaaflta  or  lowarlag  tha 
atasdarda  balov  tba  ■Inlaally  aecaptabla  loaal.  Thua,  in  raal  Ufa;  tha 
adoptlmi  of  any  policy  ahleh  raqulrad  tapraaantatlonal  input  of  oolustaara 
la  llkaly  to  hava  a aitnifieant  adveraa  lapaet  on  tha  auatainabllity  of 
tha  All  Teluntaor  Vorea.  Hhlla  additional  eandidataa  for  anllataant  can 
bo  attracted  to  tha  Sanrleaa  Item  tha  currant  "unlntaraatad"  or  "unquallflad* 
pool,  aitnifieant  coata  in  forca  affactlaonaaa  and/or  aonotary  coat  affMt- 
iaanaaa  aould  bo  Inenrrad.  In  teday'a  AVP  omrlroiaane,  tha  anforcanant  of 
any  rapraaantatiooal  policy  boyend  that  ahtch  can  ba  aeceapliahad  aithin 
currant  anpply^annod  liaita  of  tha  narbatplaca  ia  not  a raallatie  policy 
altamatiaa. 

coHcuraiots 

Tba  adaant  of  tha  All  ▼eluntaar  rorea  baa  proaptad  an  incraaaad  aurga 
of  Intaraat  and  eoneam  ia  rapraaantatlonal  larala.  Daaplta  aona  esnannta 
uhleh  bavo  foeuaad  upon  all  alaannta  of  repraaaotatlon  — adueational  and 
nantal  gtoup  loaola,  nalo-faanla,  tooiraphleal,  aconoale  ard  racial  - tha 
traat  anjority  of  Intaraat  haa  eantarad  on  tha  racial  naka-up  of  the  foreaa> 
and  thia  eoneam  for  rapraaantation  did  not  nanifeat  itaalf  atronfly  until 
tha  rata  of  aeceaalooa  into  the  AW  of  black  voluntaara  bagan  to  axcaod 
algnificantly  tha  proportiona  of  blaeka  in  tha  general  population.  In 
raeant  aontha,  each  Sarrlcai  Including  tha  national  Cuard  and  Paaama, 
haa  aatabliahad  Ita  own  rcprecancatlonal  objactlvaa.  Hot  only  era  theae 
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objactlv**  dlffarant  tram  Sarvlca  to  Sarrlca,  but  tbay  oftaa  an  aafua 
and  unclaar.  Vurtharaora,  aaeh  Sarrlca  haa  Caban  at  laaac  a tar  follcT- 
tupporclng  acclona  which  ara  lapacting  on  Cha  racial  aad  gaogrigblral 
aaka-up  of  tha  araad  forcaa. 

Vlchout  any  guldanea  balng  provldad  bjr  tba  Congraaa,  idbdalacraclon 
and  tha  ganaral  public.  It  la  llkalp  that  tha  Sarrlcaa  will  eaaUaaa  to 
laplaaant  rapraaantatlonal  pollclaa,  at  laaat  within  tha  "raal  Ufa”  Ualta 
of  aupply  and  daaand  In  cha  aarkatplaca.  Thua,  whlla  aara  aaMlaorlCp 
eandldataa  ara  arallabla  for  anllataaut.  It  la  llkalp  that  tha  (arrtcaa 
will  eontlmia  to  taka  policy  actlona  which  aoaaabat  Halt  tha  aecaaa  of 
black  eandldataa.  On  tha  othar  hand,  whan  tha  aconoa^  Ualta  tha  aralla- 
blllty  of  quality  non-alnorlty  eandldataa.  It  la  llkaly  that  tha  Sarrlca 
pollclaa  will  ba  broadanad  ao  that  Incraaaad  niabara  of  alnorltlaa  car 
bo  anllatad. 

In  raallatle  tana,  rapraaantatlonal  pollclaa  of  aay  Uad  ara 
luxurlaa  that  can  only  ba  affordad  whan  thara  la  rooa  to  ”plck  aad  ehooaa" 
within  cha  arallabla  aarkatplaca.  Pur  hanora,  although  today’a  awiplna 
of  eandldataa  for  anllataout  allowa  p llelaa  which  aanaga  tha  pcaaortlona 
of  alnorlcy  anllacaanta  and  achlaraa  ganaral  gaographleal  rapiaaantatlon, 
pollclaa  which  Halt  tha  Sarrlcaa  to  rigid  proportlona  akin  to  tha  national 
population  larala  ara  alaply  not  poaolbla  In  tha  praaant  aapply  daaand 
acanarlo.  Thua,  aay  rapcaaantatlonal  pollclaa  ara  aara  Ukaly  to  "band” 
fraa  flow  larala  of  rapraaantaclon  rathar  than  achlara  trua  rapraaantatlonal 
larala.  Such  trua  rapraaantatlonal  larala  could  only  ba  achlarad  with 
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•lljilflcastljr  different  volunteer  IneentlTee  or 


fors  of  ineoluatar; 


Servloe  enenitmnt,  end  theee  ate  not  reelletie  eltemetivee  in  todey'e 


tte  ^oeetios  of  ehether  there  ehoold  be  refreeentetional  poltcf 
eaanee  be  avoided,  aiapl;  beeanaa  in  the  abaaoee  of  atructurad  debate, 
the  ^Uciae  are  bain(  decided  in  private  and  are  aloolp  being  iapleaentad. 
It  la  therefore  eaaential  that  the  guaation  of  ehathar  thare  ahould  be 
r^eaentational  polieiaa  for  the  ataed  foreaa  be  pobllel;  diacoaaed  aad 
debated,  aad  that  pending  a foxaal  deeiaioa  of  the  Congreaa  that  repraaenta- 
tion  in  enp  font  ia  a atatad  national  poliep  objective,  that  the  Servicea 
and  the  Dapartaent  of  Dafanaa  ahould  be  raatrainad  froa  aatting  rapraaenta- 
tional  policp  goala  ind  taking  aetiona  of  anp  tort  ohich  liait  the  "free- 
flov”  entry  and  aarvica  of  all  egnallp  qualified  eendidataa.  Thla  eoold 
have  an  iaaadiata  iapaet  oa  the  tmad  forcea,  oith  Service  pereoonal 
tending  to  be  aora  gaographieallp  cloatarad,  with  aore  blaclca  enliating 
ia  the  foreaa,  with  fawor  black  officera  being  appointed,  and  with  blaeka 
tending  to  elnater  la  cartala  occupational  areaa. 
lECatOQIDATiaitS 

The  DMC  ataff  raeoaaenda  that,  pending  a deeialoo  of  the  Congreaa 
which  fomellp  aatabllahaa  lapraaentatiooal  foliclea: 

It  la  racoaaandad  that,  pending  a decleion  of  the  Congreaa 
which  eacabliah  and  aupport  the  achleveaent  of  rapraaantatlnul 

goala. 

The  Servicea  aanage  their  raemitaent  and  aaelgnaent  practicae 
la  accordance  with  coat-affecclvencta  and  afflclencp  guldallnaa. 

The  Servicea  recruit  aad  tttlgn  peraoonal  without  regard  to 
repraaentatlonal  factora. 

It  la  further  recoaiandad  that; 

The  Congreaa  ragularlp  axtalna  the  activitiae  of  the  Servicea 
and  the  Dapartaent  of  Defenae  with  raepaet  to  achieving  and 
a;qppoTtlng  thaae  polieiaa. 
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Righlithtt  conearo  vhlch  lad  tha  MC  to  Isvaatl- 
|ata  tba  laplleatlant  foe  tha  ability  o€  tha 
Atoad  Foreaa  to  fulfill  thalr  aAaalati  aa  a 
taault  of  tba  ehanga  la  tha  aoelo-acosoalc 
eoapoaltlOB  of  allltary  anllttaaa  usdat  tha 
Avr. 


TBE  ISSD1!: 


KITBODOLOCT: 


SOCIO-ICOMCMIC  CHANCES: 


imiCAIIONS: 


latarprata  tha  OMC  charga  la  tanu  of  10 
guaatloiu.  Quaatloat  ara  darlvad  froa  atatad, 
lapllelt  or  lofarabla  conearoa  la  tha  INiC 
authorltlag  laglalatloa 

' 5 guaatlooa  daal  with  actual  ehaoga  la 

taelo-acoooalc  coopoaltloa  of  allltary 
’ S quaatiooa  daal  with  tha  lapact  of  chaagaa 
OB  alaalon  capability 

laale  approach  to  the  laaue  la  a ravlaw  of  htatorleal 
data  which  Idaatlflaa  aoclo-acoaoalr  chaagaa, 
conduct  of  a aurvoy  to  gala  pareoptlooa  of  unit 
coOBHodara  eooceralng  chaagaa  and  thalr  lapact 
on  raodlaaaa,  aod  a ravlaw  of  other  partlnant 
raaaareh  aod  lltaratura. 

Ravlewa  overall  chaagaa  la  Araad  Foreaa  1964-197 S 

- Fraaaata  atatlatlcal  data  on  chaagaa  la  the 
Araad  Forcea  la  aacb  of  tha  following  araaa. 

* Educational  and  aantal  group  lavala 

* Race 

’ Uoaen 

* Econoaic  Statua 

* Caograpfay 

Froeeata  auaoury  reaulta  of  Intarvlewa  with  1S4 
unit  conaadera*  Survay  waa  designed  to  gain  thalr 
perceptiona  of  aoclo-econoailc  changea  la  their 
units  and  tha  lapact  of  those  changes  oa  tha 
ability  of  thalr  units  to  perfora  thalr  alaslon. 

In  light  of  reviewing  the  presented  data,  the 
findings  froa  the  survey  of  unit  coosaanders, 
and  other  research,  this  section  addresses  each 
of  the  10  questions  Identified  In  the  ISSUE 
section. 


COHCUISIOR! 


There  have  been  several  changes  In  the  soclo- 
econonlc  ccmposlcton  of  the  Armed  Forceai 
however,  there  are  no  Indicators  which  point 
to  a diminishing  of  mission  capability  resulting 
from  such  changes. 
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I.  iimxawcTiOH 


Sgctlon  702(7)  of  Ft  93-lSS  direct*  th*  fn—luleii  to  glir*  apeelal 
eoMlderatlon  to; 

Th*  lapllcation*  for  the  ability  of  tha  Anad  force* 
to  fulfill  their  ■lealon  a*  * reeult  of  th*  change  in  the  aoclo- 
econoaic  coapoaltion  of  ■ilitary  enliatee*  alnce  th*  eaectaent 
of  new  recruiting  policie*  provided  for  in  fublic  Law  92-129 
«id  the  ia^llcatlon*  for  national  policie*  of  thia  change  in 
the  cosposition  of  th*  Araed  Force*. 

thia  apecific  charge  wa*  tha  reault  of  an  aaend*«nt  introduced 
by  Senator  Eagletcm  and  eupported  by  Senator  Kennedy.  In  atataMOt* 
la  th*  Congreaalonal  Kacord,  they  expreaaed  concern  over  change*  in 
th*  aoclo-econoaic  conpoaltion  of  th*  force*  aa  defined  by  thoae  who 
do  not  have  high  achool  dlploaaa,  are  poof  and/or  are  ainoritie*. 

Senator  Eagleton  atated  (Congreeaional  Kacord  Sept.  26,  1973); 

Two  year*  ago  on  thia  floor  I took  a very  unpopular 
atand  when  I oppoaed  th*  effort  to  abollah  th*  Selective  Service 
Syatee  during  wartine.  I aaid  at  that  tiaw  that  I believed  that 
an  All  Volunteer  Amy  would  be  a poor  nan'*  Any,  that  it  would 
be  coepoaed  of  young  acn  and  woeen  fron  th*  lower  end  of  th* 
aocio-ccononlc  acal*  who,  bccaua*  of  lack  of  fomal  education, 
lack  of  training,  lack  of  opportunltlea,  and  lack  of  no nay 
would  accept  nllitary  aervlc*  a*  a aiean*  of  econonic  eurvlval. 

Senator  Kennedy  atated  (Congreaeional  Record,  Sept.  26,  1973): 

ity  concern  ia  . . . that  th*  rlalng  percentage  of 
black*  and  the  riaing  percentage  of  individual*  with  lea*  than 
a high  achool  education  Indicata*  a baaic  change  in  tha  coapo- 
aitlon  of  th*  nllitary. 

...  ay  concern  now  i*  that  we  are  telling  apecific 
group*  in  the  country  that  th*  only  road  to  advancenent,  th* 
only  road  for  achievenent  1*  through  the  nllitary  and  particu- 
larly through  the  coeibat  am*  rout*.  In  other  word*,  they  nuat 
be  In  a poaltion  where  they  are  riaklng  their  live*  to  provide 
for  th*  Nation'*  defena*  before  we  will  accord  then  an  opportunity 
to  better  t)Mir  econonic  atatu*. 

The  l^llcatloo  of  thia  failure  (th*  Senator  probably 
i*  referring  to  1973  recruiting  reault*  which  indicated  dlapro- 
portlonat*  nia^ra  of  ninorlty  enliatee*)  for  both  th*  Araed 
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forcM  and  for  tha  aoclat7  nuat  ba  asplorad  and  raaolvad  noc 

00I7  with  ragard  to  tha  black  and  Spanlsh-apaaklng , but  alao 

with  ragard  to  tha  poor.  I an  hopaful  chat  thla  aaMndaaat 

will  afford  an  opportunity  to  achlava  that  mault. 

n.  DPmilC  TBl  ISSUM 

Tha  atacad,  lapllelc  or  Infarabla  concama  of  tha  mb  aponaorlng 
fanatora,  aa  wall  aa  tha  latant  of  tha  autherlalng  laglalatloa  eantarad  on 
aducaclon,  aeononle  atatua  and  raea  with  raapaet  to  aoelo-acooonle  co»> 
poaltlon.  Tha  EHC  ataff  aapandad  chaaa  factora  to  Includa  nantal  cacagory, 
Man  Md  gnography.  Thaaa  factora,  la  ragard  to  congoaitlon,  can  ha  aaaalnad 
la  tUa  eoataat  of  tha  following  quaatlonai~ 

1.  laa  tha  AVT  raerultad  aa  lacraaalng  parcantaga  at  tadlvlduala 
without  high  aehool  dlploaaa  or  aqulvalanta,  or  froa  Mantal  Croup  IT? 

2.  laa  tha  ATT  bacoaa  Ineraaalngly  Hack,  and  If  ao,  la  what  araaa? 

1.  laa  ttia  ATT  raerultad  Ineraaaad  nunbara  of  woaant 

A.  laa  tha  ATT  bacoaa  a poor  aan'a  Amy? 

3.  law  haa  geographic  coapoaltloa  of  tha  ATT  changad? 

d,  laa  tlM  changa  In  aducaclonal  lawala  aad  nantal  greupa 
within  tha  ATT  lapactad  on  tha  ability  of  tha  Amad  Torcaa  to  carry 
out  Ita  alaalon? 

7.  laa  tiM  Incraaaa  in  llacka  In  tha  AVT  lapactad  on  tha 
ability  of  ttw  Amad  Torcaa  to  carry  out  Ita  alaalon? 

I.  laa  tha  Ineraaaad  nunbara  of  wenan  In  tha  ATT  lapactad  on 
tha  ability  of  tha  Amad  Torcaa  to  carry  out  Ita  alaaton? 

y.  la  TO  tha  clwmgaa  la  tha  aeononle  atatua  of  accaaalona  during 
tlM  ATT  yaara  lapactad  on  tha  ability  of  tha  Amad  Torcaa  to  carry  out 
Ita  alaalon? 

10.  lawn  tha  ehangoa  In  tha  gaegrphle  ala  of  tha  ATT  lapactad 
on  tha  ability  of  tha  Amad  Torcaa  to  carry  out  Ita  nlaalon? 


y Tha  acacutory  charge  dealing  with  lapllcatlona  on  national  policy  will 
ba  aaanlnad  In  anothar  papar. 
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III.  wnaoDOLOCT 


It  la  vary  Itfllcult,  if  aot  lapoaalbla,  ta  eltacljr  aaaata  "tlM 
la^Uettlsoa  fat  tht  ability  of  tbt  Azaad  Forett  ta  fulfill  tbtit  ■iaatoe 
aa  a taaalt  af  tba  ehaata  la  tha  aeeia  aeeiwle  ceapealtiaa  , . aa 
atatad  ta  il.  It  ia  baaad  aa  tha  praaiaa  that  aaeia-aeeaeate 

aaapaaitiaa  at  a ferca  affaeta  parfarMaea.  Ibla  aay  at  aay  aat  ba  trua. 

Iha  BMC  ataff  hat  dualt  at  laapth  oa  thia  aattar.  Ftrfaneaea  eauM 
totally,  ar  aera  aa,  ba  a fuactioa  at  aaeh  dyaaale  factara  aa  attarial 
taadlaaaa,  laadarahlp,  tralalap  aad  aetala.  ilaa,  "pualtty”  (l.a,,  potli- 
fieatlaaa,  aatlaatloa,  attltuda,  ate.)  aipht  ba  aara  iapartaat  thaa  aacia- 
aaaae^  back|xauad,  lhara  tra  auaatoua  uapuaattfiabla  variablaa  tad 
iataapiblat,  iataratl  aad  aataraal  ta  tha  Araad  Pereat,  afaieh  eeaplieata 
aay  aataaaatat.  laea|Blaiag  tha  aaay  aaaaitlTltlaa,  yat  atill  attaaptiap 
ta  laapaad  ta  tha  eharpa  ia  PL  ti-llS-  tha  CMC  ataff  adaptad  tha  fallaalag 
aathadelapy  ia  thalr  affetta  ta  dnriawnt,  diacuaa  aad  aaaluata  tha  taa 
Ppaeifie  taaatieaa  poaad  la  laetlaa  It,  Dafinlag  tha  Ittuat. 

Is  tha  CMC  appraaeh,  tha  flrat  atap  ragulrad  a dacuaaatatioa 
aad  aaaluatlaa  af  tha  ehaapaa  (ia  tacia-aeaaaaUe  tataa)  tAieh  hava  aeeurrad 
ia  tha  Anad  Peteaa  duriap  racaat  yaata.  laeClan  IP,  balow,  eeatalat 
datailad  diacaaalea  af  thaaa  chtapaa  fat  aach  af  tha  fallewla(  eatatartaai 

1.  Idaeatiaaal  aad  Haital  Craup  Lavalt 

2.  laea 

4,  leaaoade  Itatua 

5.  Saagraphy 


Tha  atatlatlcal  racord  for  racant  yaara  provided  the  baala  for 
dlacuaalnt  and  aaavarlo(  aavaral  of  the  quaatlona.  lowovar.  In  taraa  of  the 
pthar  quaatlona,  thla  docuaantatlon  of  chantaa  In  aoclo-acenoalc  eoaipoaltlon 
foraad  only  the  factual  t>aala  on  which  further  raaaarch  waa  baaed. 

TMa  typaa  of  additional  apaclflc  raaaarch  wara  undartakan,  rirat, 
a aurvay  waa  conducted  by  the  EMC  ataff  (with  tha  aaalatanca  of  a pro- 
faaalonal  aurvay  raaaarch  flm)  of  coaaMndara  la  tha  (laid  ftoa  all  four 
Intvieaa.  (Thla  raaaarch  effort  la  daacrlbad  In  detail  la  faction  V and 
la  dppmdla  A.)  To  awpplaaaat  thla  aurvay-maaarch  effort,  tha  BMC  ataff  aa- 
plomd  partlaaat  DOO  aad  other  lltaratura  oa  tha  anbjacta  la  ^waatlon. 

t»,  iocio-icoiioHic  auuictf  wnmc  tw  m tiam 

Tha  aoclo-aeononlc  chantaa  which  have  occurred  In  tha  All  Teluataar 
fnrea  In  tha  ald-1970*a  ahould  ha  placed  In  tha  eontart  of  tha  broad  chantaa 
which  oceurrad  In  tha  Araad  Fercaa  lanara’ly. 

Tha  flrat  broad  ebanta  eoncatna  overall  Anad  fercaa  alaa. 

In  19M,  tha  laat  year  of  ralatlva  peace  before  tha  Tletnaa  buildup, 
thara  ware  2. MS  nllllon  active  duty  allltary  paraoonal,  another  9SS,2Sf 
In  tha  talactad  laaarva,  and  aora  than  I.IA  nllllon  civilian  anployaaa. 

By  1970,  tha  daaanda  of  tha  Tlatnan  Uar  had  Incraaaad  tha  alaa  of  tha 
Dafanaa  aatabllahnant  to  S.OdS  nllllon  active  duty  paraonnal,  another 

993.000  In  tha  Selected  laaarva  aad  1.26  nllllon  civilian  eivleyaoa. 

Iron  that  data  through  R7S  thara  ware  contlnuoua  raductlona  In  tha  force 
lavala,  with  a June  30,  1979  active  duty  and  atrangth  of  2.1  nllllon, 

906.000  In  the  Selected  laaarva,  aad  allghtly  laaa  thaa  1.1  nllllon 

1/ 

civilian  anployaaa. 

1/  Dap^arcaent  of  Dafanaa  Manpower,  FT  6A-FT  77.  Tha  Conponanta  of  Chanaa, 
April  1975,  Table  1. 


■•caiu*  of  thoM  roduead  forea  lavala  and  othar  faceora,  thare  alao 

baa  baM  a tt&xtioa  la  yaarljr  aecaaaloa  foalat  Xa  Ft  70  aara  thaa  ()),00Q 

aaa  and  aoaan  Mltatad  or  vara  eoaaerlptad  for  tha  aetlva  foreaa,  vlth  aaathar 

107,000  voluatoarlag  for  tha  Salactad  laaarva.  FT  7S,  tha  aeeaaatos  ra- 

^traaaata  had  bam  raduead  to  dSt.OOO  for  tha  aetlvo  foreaa  but  laeraaaod 

to  220,000  for  tha  Salactad  laaarva.  Furthar,  whlla  aoa-prtor  aaltacad  aada 

ua  about  tvo-thlrda  of  Salactad  laaarra  aeeaaatooa  la  FT  70,  thajr  aeeouatad 

U 

for  laaa  thaa  oaa-thlrd  durlag  ft  7S. 

Iba  ehmgaa  vhlch  hava  oeeurrad  durlag  tha  *11  Teluatoar  Forea  yaoea 
vlll  ba  dlaeuatod  la  tataa  of  lha  follovlag  aoefo-aeoBoale  eatagorlaat 
gdueatleoal  aad  Mmtal  Group  larala;  haea;  Hoaaai  Oaographyi  aad  leoaeaie 
Statua.  Tha  dlacuaaloa  will  aaaalaa  ehangaa  la  coapoaltloa,  vhara  co»- 
poaitloa  la  a fuactloo  of  baale  lovantory,  autborlaad  atraagth  aad  adjuat' 
amta,  loaaaa  and  accaaalooa. 

A.  Mueatloaal  aad  Wiwta  group  l.»TaJ,a 

Ooa  of  tha  fuadaaantal  ehangaa  la  tha  paraoanal  eharaetarlatlea  of 
tha  All  Teluntaar  Forea  eoncarue  education  and  amtal  group  lavala. 

For  purpoaaa  of  thla  dtaeuaalen,  aducatloa  lavala  vara  divided 
Into  thraa  groupingai  (1)  laaa  thaa  high  achool  graduation  or  G.t.O.i 
(2)  high  achool  graduation  or  C.I.D.,  but  no  collaga  tralalag;  and  O) 
aoaa  collaga. 


y Salactad  Wanoouor  Statlatlca,  Oapartaant  of  Dafanaa,  OASD(Coaptro.'.at> 
Fahniary  1975,  p.  49;  '^Srlaflng  Charta,"  0ASD(Kaaarva  Affalra),  juoa  H7S{ 
"June  Baaulta,  FT  7S  Totala,"  0ASD(M(ltA),  July  1979. 
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Won-Hltth  School  Craduataa 

Tb«  overall  ^ttam  of  accaaalona  into  the  Total  Fore#  for  aon- 
high  school  graduatas  did  not  change  significantly  during  tbs  AT?  years. 
Bowever,  >isre  was  a significant  difference  in  noo-hlgh  school  graduatv^ 
scceasie  rates  betveen  the  active  and  Faaarve  forces*  In  ths  Guard  and 
Kasarve,  eba  percentage  of  acceasions  vlth  no  high  school  diplonaa  or 
G.t.D.'s  Increased  fron  the  S.7X  level  of  1970  to  the  48. 6X  level  of 
FT  75.  it  the  SSM  tlM»  the  percentage  of  non-higb  school  graduate 
aceaaaions  in  the  active  forces  declined^  fron  the  38. 8X  high  of  FT  73 
to  the  28X  level  of  FT  75. 

The  noo-high  school  graduate  nada  up  about  23X  of  the  18*yaar  old 
population  during  the  FT  7G-FT  75  period.  In  sub,  the  Total  Force  acceaaion 
rates  for  non-high  school  grads  (30. 4X  In  FT  75)  vers  slightly  higher  than 
the  proportion  of  non-high  school  grads  in  the  general  population.  The 
FT  75  level  of  non-high  school  graduates  accessions  also  is  only  slightly 
lover  than  the  32X  oon-hlgh  school  graduate  level  of  1984  accessions. 

Vhareas  the  percentage  of  non-hlgh  school  graduates  entering 
tbs  active  Services  has  dropped  over  the  last  decade,  sinllarly  there 
has  been  a general  InproveBant  in  the  proportion  of  high  school  graditates 
aaong  all  active  military  personnel.  Due  both  to  in-service  education 
programs  and  Q.I.O.  testing,  the  overall  proportion  of  non-hlgh  school 
grads  among  all  In-service  active  duty  personnel  has  steadily  decreased 
from  the  27X  level  of  FT  64  to  the  13X  plus  level  of  FT  75.  Thus,  despite 
a relatively  hl^  level  of  non-hlgh  school  graduatas  entsrlng  the  Services, 
the  overall  proportion  of  oon-hlgh  school  graduates  vlthln  the  Servlcee 
has  been  steadily  decreasing. 
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Oe  tiM  otlwr  h«>d,  alcliough  ataeiatie*  ar*  not  availabla.  It 
noald  a^aar  that  tha  lazga  proportion  of  non-hlgh  aehool  grada  raeantlp 
Mtarlng  tha  Guard  and  laaarva  prograna  la  boiasd  to  raduea  tha  orarall 
oAicatlonal  layal  of  thaaa  prograaa  to  a point  wall  halo*  thalr  aettra 


Sarrtea  eoontarparta. 


K.lh  School  Craduatea 


h alightlp  hlghar  proportion  of  high  aehool  graduataa  antared  tha 
dmad  TOreaa  during  tha  FT  70-FT  75  parlod  co^arad  to  FT  64-M.  Bouavar, 
tha  Ineraaaaa  wara  ralatlTaly  alnor. 

In  tha  aetlro  forcaa,  tha  nuabar  of  anllataaa  with  high  aehool 
diploaaa,  G.I.O.'a  and  no  eollaga  hold  ataady  for  tha  FT  70-71  parlod, 
and  than  Incraaaad  In  FT  75,  probably  dua  to  racrultlng  afflelanelaa  and 
tha  daellna  la  tha  aconoay.  Ihirlng  tha  aaaa  flva-yaar  period,  thara  ma 
a ganaral  daellna  In  tha  nunbara  of  racrulta  with  high  aehool  diploaaa, 
O.B.D.'a  and  no  eollaga  uho  entered  tha  Guard  and  laaarva  prograaa.  On 
not,  houavar,  tha  parcantaga  of  racrulta  froa  thla  eatagory  who  anterad 
the  Total  Force  during  tha  AFF  yaara  raaalnad  relatively  conatant. 

Tha  high  aehool  graduate  or  C.E.D.  recipient  who  did  not  go  on 
to  eollaga  provided  the  bull  of  aceaaalooa  Into  the  Araad  Forcaa  during 
tha  AVF  yaara.  On  tha  Total  Force  baela,  thla  group  accounted  for  A7.5X 
of  aeeeaalona  In  FT  70,  and  thla  parcantaga  cltabad  ataadlly  to  the  FT  75 
level  of  tS.2X.  During  thaaa  aaaa  yaara,  tha  young  nan  In  thla  category 
conprlaod  20. 7X  and  31. IX  of  the  lA-yaar  old  population,  raapactlvely. 
Thua,  nan  with  thla  educational  level  provided  a nuch  larger  proportion 
of  antranta  Into  tha  Amad  Forcaa  than  thalr  proportion  of  tha  IB-year  old 
aala  population.  During  FT  75,  nom  Chan  43  nan  out  of  every  100  with  a 


. • », 


hl|h  achool  diploma,  G.E.D.  and  no  collaga,  antarad  cha  Satrlcaa,  aetlva 
or  Raaarva.  ConLload  with  thoaa  In  tha  "aoma  collaga"  catagorp,  at  laaat 
71X  of  all  accaaalona  In  FT  7S  complatad  high  achool.  Thla  rata  waa  ST. 
hlghar  than  tha  FT  74  rata,  but  only  3X  hlghar  than  tha  rata  of  11  jraara 
bafora.  In  FT  64. 

Whlla  tha  accaaalon  ratoa  for  high  achool  graduataa  changad  llttla 
batwaan  FT  64  and  FT  75,  thara  waa  continuing  and  aarkad  laprowaaant  In  tha 
ovarall  aducatlonal  laval  of  tha  aetlva  forcaa,  with  tha  proportion  of  tha 
aetlva  forca  with  high  achool  dlplomaa  rlalng  from  tha  FT  64  laval  of  73t 
to  tha  FT  7S  laval  of  87X.  Thla  rlaa  In  aducatlonal  lavala  waa  dua  to 
aovaral  faetora  Including  In-aarvlca  aducatlon  programa,  C.I.D.  taatlng 
prograna  and  hlghar  ratantlon  rataa  for  battar  aducatad  racrulta.  Con- 
camlng  attrition  rataa,  tha  DOD  rataa  wara  Inapactad  ovar  36>«onth 
anllatmant  tama.  Tha  Inapactlon  ahowad  that  tha  loaa  rataa  ara  graataat 
for  non-hlgh  achool  graduataa  and  lowaat  for  high  achool  graduataa.  Indl- 
vlduala  with  aoma  collaga  or  a collaga  dagraa  rapraaant  almllar  attrition 
rataa.  Ragardlng  tha  attrition  rataa  for  thaaa  lavala  of  aducatlon  within 
aach  Sarvlea,  tha  aama  rank  ordar  la  malntalnad,  axcapt  In  tha  Air  Forca 
whara  Indlvlduala  with  aoma  collaga  or  collaga  dagraaa  maintain  tha  lowaat 
attrition  rataa.  Ganarally,  high  achool  graduataa  hava  tha  lowaat  attrition 
ratoa. 

Soma  Collagf 

In  tarma  of  tha  thraa  catagorlaa,  tha  moat  algnlflcant  changa  In 
tha  AVF  ora  occurrad  In  the  "aoma  collaga"  catagorp.  In  FT  70,  alnoat  ono 
million  young  man,  or  30. SX  of  tha  IS-paar  old  aga  group  antarad  collaga. 

Thla  aama  paar  69,385  collaga  tralnad  nan  wara  anllatad  or  Inductad  In 

cha  aetlva  forcaa,  anothar  97,409  anllatad  in  Cha  National  Guard  or  Rooarveo. 


1m  tetml,  166,793  collag*  trainad  aaa  aatarad  tha  Sarvleaa.  tfwqr 
aceomitad  for  28.2X  of  all  Total  rorca  aceaaaiona  (eoaparad  vltb  13.31 
Is  1966),  tad  rapraaaatad  17X  of  tha  eollaga  trainad  BU^oaar  pool  froa 
tha  l>-9aar  old  aga  group. 

tf  R 75,  tha  draft  praaauraa  oa  eollaga  atudanta  had  eaaaad,  and 
thara  aaa  a larga  raductlon  la  tha  mahar  and  ralatlva  parcaataga  of 
eollaga  trainad  ana  antarlng  tha  dmad  Forcaa.  la  Tt  7S,  nhlla  19,M1 
eollaga  trainad  aaa  anllatad  la  tha  actlra  foreaa  (S.2X  of  aceaaalana), 
only  3,09$  aaa  anllatad  la  tha  laaarvaa  or  Guard  for  a Total  Forea  eollaga 
trainad  input  of  22,936.  Thia  Input  aeeountad  for  5.3X  of  tha  R 73 
aceaaaiona  and  rapraaantad  only  2. IX  of  tha  nuabar  of  18-yaar  oUa  idw 
aatarad  collage. 

Tha  raduetlona  In  eollaga  trained  anllatad  aceaaaiona  alao  had  an 
lapaet  on  tha  aducatlonal  leval  of  tha  Amad  Foreaa.  During  R 66,  tha 
laat  yaara  of  paaea  preceding  tha  Vletnan  buildup,  8X  of  tha  allltary 
paraonnal  on  active  duty  had  conplatad  two  or  nora  yaara  of  eollaga. 
la  1970,  nora  than  20X  of  tha  aetlva  forea  had  conplatad  t*o  or  aora 
yaara  of  eollaga.  Tharaaftar,  tha  proportion  of  eollaga  trainad  nan  in  tha 
aetlva  foreaa  ataadlly  fall  to  a rata  of  9X  by  January  1973  (approalaataly 
tha  aaaa  proportion  aa  1966). 

Wantal  Group  Lavala 

In  tame  of  nantal  catagorlaa,  while  there  waa  a ataady  raduetion 
in  tha  percantaga  of  Mental  Group  IV'a  recruited  Into  tha  active  foreaa, 
there  waa  a eorraapondlng  lacraaaa  In  Mantel  Group  IV'a  recruited  Into 
the  Kaaerve  foreaa.  In  R 70,  tha  active  foreaa  racrultad  18X  Category 
IV'a:  by  R 7$,  thia  waa  raducad  to  6X  (In  R 76,  tha  active  foreaa  had 
racrultad  15X  Category  IV'a).  Convaraaly,  the  6. 61  level  of  Category  IV'a 
for  tha  Raaarvea  In  R 70  cllabed  to  20. 6X  by  R 7$. 


Uhil«  the  ten  **rAC«'*  io  r«f«r«nc«  to  th«  AnMd  forcM  ootmlly  include* 
Black*,  Sp*nl*h-*um*a«,  Aaftrlcan  Indian*  and  other  racial/athnlc  group*, 
thl*  dl*cu**lon  will  b*  liaitad  to  eh*  chang**  with  regard  to  Black*  only. 

Data  on  change*  in  the  ocher  categorie*  i*  not  readily  available. 

Black  Acceaalon* 

There  waa  an  incraaee  In  the  percentage  of  Black  aece**lon* 
into  the  All  Volunteer  force  during  FT  71>74  with  the  proportion  for  all 
active  enllated  and  noet  officer  and  Beeerv*  enliated  falling  off  in  TT  7S. 

(Data  on  leaerve  force*  officer  acceealons  la  not  available.) 

While  the  pattern  of  incraaae*  were  elallar  for  the  three  group*, 
their  point*  of  departure,  in  cere*  of  bate  level*  in  FT  70  and  before, 
were  widely  different. 

While  the  proportion  of  Black  enliated  acceeaiona  into  the  active 

y 

force*  in  FT  71  we*  13X  (it  va*  lit  in  FT  X the  proportion  of  Black 

enliated  acceaaione  in  the  National  Guard  and  Reaerve  prograe  in  FT  71 

wae  only  l.SZ  and  the  porportion  of  Black  officer  acceeaiona  into  Che 
active  force*  va*  leee  chan  3t. 

A*  noted  in  the  following  chart,  the  lergeec  Increaae  In  Black 

enliated  acceaaione  for  the  active  force  over  the  FT  64  to  FT  73  period 

occurred  in  the  Amy,  with  an  increaee  fro«  the  13X  level  in  FT  64  to  a 
high  of  28X  in  FT  74  before  falling  off  to  23Z  in  FT  75. 


y FT  64,  which  ie  reflected  throuahout  thia  oaoer»  vaa  eelected  a* 

a "baae"  year  for  coapariaon  purpoaea  since  It  vaa  both  pre-AVF  and 
pre-Vietnaa  buildup. 
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Black  Snliatcd  Accaaalona. 

Active  Force. 

Ft  64  - FT  75 

ABUT 

NAVT 

OSMC 

DSAF 

DOO  TOTAL  2 

1M4 

132 

52 

91 

92 

112 

IMS 

15 

6 

8 

13 

12 

IMA 

12 

3 

9 

8 

10 

1M7 

9 

4 

10 

8 

11 

IMS 

14 

5 

13 

10 

12 

1M9 

14 

9 

14 

12 

13 

1970 

14 

8 

15 

12 

13 

1971 

13 

9 

13 

IS 

13 

1972 

15 

13 

18 

13 

14 

1973 

19 

U 

19 

14 

16 

1974 

28 

11 

22 

17 

21 

1975 

23 

10 

19 

IS 

18 

Am  thm  foUovini  chart  illuatrataai  th«ra  alao  %ara  prograaalve  ra- 


duetiona  in  Black  aeccaaiona  duclai  tba  aontha  of  FT  74  atd  n 75  Is  tha  Atb]t. 


Hack  BBS  Mala  4ccaaalosa  - O.S.  Arar  -BT  74  and  FT  75  - Br  Heath 


Month 

FT  74 

TUI 

Biff  +/- 

JOL 

34.0S 

30.62 

3.42 

ADC 

30.1 

28.1 

- 

2.0 

SBF 

30.2 

26.7 

- 

3.5 

OCT 

28.6 

24.3 

. 

4.3 

NOT 

27.2 

22.0 

• 

5.2 

OBC 

26.1 

20.4 

- 

5.7 

JAN 

24.2 

18.4 

• 

5.8 

FEB 

23.7 

18.4 

• 

5.3 

NAB 

24.2 

17.2 

7.0 

AFt 

27.3 

17.7 

> 

9.6 

NAT 

29.0 

21.9 

• 

7.1 

JON 

31.0 

22.0 

- 

9.0 

Aa  Chart  II.  below,  llloatrataa,  thara  alto  ware  Increaaaa  In  tha 
proportiona  of  Blacka  anllated  In  tha  National  Guard  and  Raaacve.  Unlike 
tha  active  forcaa,  tha  rate  of  increaaa  on  a DoD  baaia  continued  ataadilp 
during  tha  FT  71-75  period  although  aavaral  of  tha  eoaponanta  reported  taallar 
parcantagaa  of  Black  accaaalont  in  FT  75.  The  Anp  Beaarva  had  the  largaat 
change  in  tha  Black  accaaalon  rata,  locraaalng  fcon  tha  1.32  level  of  FT  71 
to  the  42.42  level  of  FT  75. 
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&l4ck  Enllattd  Acccitif^n*  In 

the  Salectftd 

Raaarvt. 

bT  Cottponant 

Black*  4*  I 

of  Total 

Accaaaiona 

FY  71 

Ff  72 

FT  73 

FT  74 

FT  75 

ASN6 

l.SX 

3.3X 

13. 2X 

24. 4X 

26.  OX 

OSAR 

1.3 

2.0 

8.7 

28.7 

42.4 

USHl 

1.4 

3.3 

6.2 

17.6 

8.8 

USMCR 

7.1 

26.6 

3S.8 

27.0 

23.3 

ANG 

.8 

2.2 

4.8 

2S.6 

9.6 

USAFR 

.7 

2.4 

9.3 

36.8 

22.6 

DOD  TOTAL 

1.8 

4.8 

14.9 

23.6 

27.5 

TOTAL  ACCESSIONS 
(IN  THOUSANDS) 

102 

9J 

70 

46 

72 

Th«  proportion  of  Black  offlcar  accaaaiona  alto  incraaaad  during 
Cha  AV7  ytara.  Aa  Cnart  III  llluatrataa,  tha  proportion  of  Black  offlcar 
accaaaiona  In  FT  7S  la  hlghar  than  tha  rata  for  FI  64;  hovnyar,  both  ara 
atlll  far  balow  tha  rata  of  Black  anllatad  accaaaiona. 


1/  Data  on  Black  anllatad  accaaaiona  for  FT  64-70  ara  not  avallabla. 
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Tof  1 Black*  In  th«^  Aracd  Forc«i 

Th«  l«rgc  lncre<«*«  in  Black  anllatad  accaaalona  la  both  tha 

activa  and  Cha  Raaarva  forcaa  iapactad  upon  tha  ovoralX  in-aanrlca  por- 

portion  vlthln  tha  Araad  Forcaa.  Dlffarant  attrition  and  raanliatmant 

rataa  for  Black  and  Whlta  aarvlcaaao  alao  lapacted  on  tha  changas  in 

Black  lavals  within  tha  forcaa.  Ovarall,  during  thair  initial  36  aontha 

in  aarvlca,  Blacka  -vara  attrltad  by  1 1/2X  laaa  than  thair  Whlta  countaroarta 

1/ 

on  a DOD-vlda  baala.  Within  tha  Sarvlcaa,  hovavar,  tha  Ar«y  waa  tha  only 
branch  In  which  Blacka  attrltad  at  a lowar  rata  than  Whltaa*  Concarning 
raanllataant  rataa,  Blacka  in  1973  and  1974  raanllatad  at  aonawhat  hlghar 
rataa  than  Whltaa  In  tha  Army,  Navy  and  Air  Forca;  Whltaa  raanllatad  at 
hlghar  rataa  in  tha  Karina  Corpa. 

Tha  following  Chart  IV  illuatrataa  tha  Incraaaaa  In  tha  proportlona 
of  Blacka  Wthln  tha  activa  forcaa. 

Tha  proportion  of  Blacka  In  tha  National  Guard  and  Raaarva  forcaa 
alao  haa  incroaaed.  Aa  Chart  V Illuatrataa*  tha  largeat  change  haa 
occurred  in  cha  Aroy  Reserve  and  the  Karine  Corpa  Reserve » which  In- 
creased from  2,2%  to  11. IX  and  3.2X  to  14.4X*  respectively.  The  aaalleaC 
increase  occurred  In  Che  Naval  Reserve,  which  Increased  froa  2. OX  to  4.4X. 


1/  Based  on  a DMC  sponsored  study  by  GE  Tenpo  of  FY  72-75  data. 
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X Black  Enllatad 

within  tb« 

Salactad 

laaarraa 

FT  71 

FT  72 

FT  71 

n 74 

FT  71 

AIMG 

1.2X 

2.0t 

1.2X 

5.6X 

7.2Z 

USAl 

2.2 

2.» 

1.6 

7.2 

11.1 

van 

2.0 

3.0 

1.1 

1.4 

4.4 

USMCl 

1.2 

7. A 

12.6 

11.6 

14.1 

AK 

1.0 

l.A 

2.0 

2.» 

l.B 

CSAFK 

2.B 

1.1 

4.2 

1.6 

B.l 

OOD  TOTAL 

1.71 

2.U 

4.2X 

1.6X 

7. at 

TtM  proportloa  ot  Black  offlcara  la  tha  actlva  forcaa  alao 
lacraaaad  during  tha  AVf  yaara,  although  aa  Chart  VI  llluatrataa> 
tha  changaa  la  all  tha  Sarvlcaa  hava  baan  alight,  alth  tha  largaat 
Incraaaa  occurring  la  tha  Harlna  Corpa,  which  lacraaaad  froa  0.3t  to 
2.Bt  and  tha  aaallaat  occurring  la  tha  Air  Porca  which  lacraaaad  by 
laaa  chan  IX. 


1/  Data  from  FT  M-70  ara  not  avallabla 


mm 


-"i . 


xt 


CT’rt  Tt 


HaportUma  of  BUefc  Offle«rt  Within  th«  iletlT«  Fore«»  CT  64  - Ct 


MHf 

RAVT 

owe 

OIAF 

OoO  Mtal 

IMA 

3.1* 

o.» 

0.31 

1.31 

i.a* 

IMS 

3.3 

0.3 

0.4 

1.1 

1.9 

1M« 

3.3 

0.3 

0.4 

1.7 

2.0 

1M7 

3.4 

0.3 

0.7 

1.0 

2.1 

IMI 

3.3 

0.4 

0.9 

1.0 

2.1 

1M9 

3.1 

0.7 

1.2 

1.0 

2.1 

1*70 

3.A 

0.7 

1.3 

1.7 

2.3 

1971 

n.a 

n.a 

n.a 

n.a 

- 

1972 

na. 

n.a. 

n.a. 

n.a. 

- 

1971 

A.3 

1.2 

2.2 

2.0 

2.9 

1*7* 

A.t 

1.3 

2.0 

2.3 

3.0 

llaek  M»trlbutlom  by  miluir  Oeeup«tlon» 

Sl^lflcue  eh«n|i*«  to  p«r«miMl  eh«r«et*rii(ict  within  military 
occuyntlonn  nlM  oeeurrWI  durlag  rn«nmt  ynnrn. 

Nblln  thn  Inemaana  in  netannionn  layactad  upon  tha  nunbara  of 
Uaeka  within  apaciflc  ocenpatlonal  tmupa.  thara  wma  ne  aicnlfleant  ehanga 
In  tha  oecuyatisnal  araaa  in  which  Rlaeka  warn  aarriaa  in  tha  yra-AT?  yaava. 

Aa  Chart  VII,  balow,  illnatrataa,  on  an  actlwa  ferca  baaia, 
amallar  pareantagaa  of  llaeha  in  tha  alactroniea  and  taehnlcal  araaa 
have  continuad,  whila  tha  proportion  of  llaeha  in  Infantry.  Gun  Crown 
and  Alliad  Spaeialiata  and  Sarvlca  and  Supply  Baodlara  haa  ranalnad 
hi|har. 


% s. 


i 


\ 


I 


Jte  p«t£ani  of  Black  dlttrikatloe  1b  tha  kcmf  oaclad  aowMiat 
ttom  that  of  tha  IX^.  Mhlla  occupational  gioapa  vleb  lacfar  pmpottlosa 
of  Uacha  ara,  la  ocdact  BJalalatrattaa  Spaclallata  and  Clarfca,  lafaatty, 

Bwi  Ctaaa  and  Allied  Soaclallata,  aaJ  garrlca  and  Suppllar  Banillata.  aaB 
tha  Mcopatlonal  araaa  with  fainr  Blaefca  ata  Blactronlea  Iqulpawit 
Spaclallata  and  Othar  Tachaleal  and  klllad  Spaclallata.  thara  haa  baaa 
a^ataatlal  Incraaaa  la  tha  piopottloa  of  Blacka  la  tha  Coaunlcatloaa 
aaS  latalllaaaea  Spaclallata.  MiStcal  aail  Daatal  Spaclallata.  aaj  Blaetrleal 


Co^parlaoaa  la  tha  Btap  for  aaeh  of  tha  taa  aajor  oceupatlaaal 
ataaa  ara  ceatalaad  la  Chart  fill  balow. 


Black  Dl»tributlon  bT  Onlt» 

Hm  kiatctbutiOB  of  Blaeka  aaoof  apoetfle  imlto  eftoa  vaclM  trem  tto 
aw»ra$m  DoIMddo  and  Any-vlda  diatcibutlon  pattana  diaeuaaad  abova.  Ito 
Mlt  dlatrlbiitioB  pattani  la  tho  trwf,  la  particular,  alike  ka  tba  toault,  la 
pare,  of  thalr  Dale  of  Ctwlca  and  Station  of  Cholca  prograaa. 

Ba  a raault,  ulilla  Saeratary  of  Dafonaa  Schlaalntar  can  eita  tha  26S 
•lack  proportion  In  tka  Aray'a  aoat-raady  dlrlalon  (tka  Bind  Alrkoma),  tka 
9th  Infantry  Dlrlalon,  racrultad  at  and  around  Fort  Lawta,  HMhio|Con,  baa 
a nary  low  proportion  of  .Blacka.  Otbar  unlta  with  high  proportlona  of  Blaeka 
Ineluda  tha  Sacond  Marina  Dtwlalon  (31Z)  and  tha  Bray  197th  Infantry  Brlgada 
(S2.2X  of  B-1  - 1-4). 

Tha  dlatrlbutlon  of  Blacka  within  apaelfle  unlta  alao  uarlaa.  Nhlla 
tha  orarall  proportion  of  Blacka  In  tha  82nd  Blrbona  Slylalon  waa  dead  aa 
26X,  a MC  vlalt  to  tha  Dlrlalon  notad  that  tha  Raadquartara  and  Coaund 
aactlona  Mat  oftan  wara  Mra  Whlta  than  tha  dlrlalon-wlda  avaraia,  whlla 
aoaa  of  tha  eonbat  coapanlaa  raacbtd  Black  rtpraaentaelon  rataa  of  nora 
than  SOI.  Tha  Sacond  Marina  Dlrlalon  alao  haa  a largar  proportion  of  Blaeka 
(38.91)  In  tha  Infantry  unlta  than  In  haadquartara  and  aupport  organlutlona. 

Oalng  unit  locator  codat,  tha  Manpower  Baaaarch  and  Data  Analyala  Cantor 
(MABDAC)  praparad  a Hating  for  tha  WC  of  unlta  by  Sarrlea  with  high  proportlona 
of  Blacka.  Tbaaa  rangad  frow  tha  Itery  high  of  14.61  aboard  D.S.S.  J.F.  Kannady 
(CF-67),  to  parcantagaa  up  to  62.61  In  aararal  Sarrlea  unlta  within  tha  Arwy, 
to  tha  Blr  Forea  high  Black  proportion  of  40,31  la  aararal  aupply,  aupport  and 
training  aquadrona. 


: '■'Nb.  . 

' I:  Th. 
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C.  Vomta 

la  FT  S4,  tb*  auabar  of  allltar;  woaaa  «u  tha  louaac  ataeo 
laMdlatcljr  following  Wfll  and  coaprlaad  only  1.12  of  total  ^litaty 
atrangth.  Froai  1964  to  1972,  thara  waa  a ataady  incraaaa  of  2,000-3,000 


wsMn  « bringing  eh*  p«retnt*g«  up  to  X.9X.  l«glotiiiig  in  FT  73 

iarg*r  inereaiea  occurred  *•  thoiro 

Tot«X  HoMn  X of  ietlv*  Fore* 

Ft  73 

•55.100 

2.42 

FT  7* 

74,500 

3.42 

FT  75 

M.900 

4.62 

FT  76* 

109,200 

5.22 

FT  77* 

U9.900 

5.72 

FT  78* 

* Frogramad 

130,700 

6.2X 

Thaaa  pareantagaa  vara  not  aalfon  aaamg  tha  Sarrlcaa,  aa  ahown 
la  tha  following  tabla: 

Fareant  Woven  of  tha 
Total  Forca  (Active) 

30  Juo  71  30  Jun  75 

Any 

1.72 

5.42 

navy 

1.62 

4.02 

Hnrin*  Corps 

1.22 

1.62 

Air  Fore* 

2.32 

4.92 

TotaX  DOD 

1.62 

4.62 

lowar  attrition  rataa  for  an  nan  alao  ham  eontribatad  to  tha 
ineraaaaa  in  omrall  atrangth  within  tha  Sarwicaa,  aa  aalaa  ahow  a 212 
highar  rata  of  total  attritiena  than  fanalaa,  Thla  trand  la  contlnuad 
aaong  aach  of  tha  indlwldual  Sarrlcaa  uieapt  for  tha  Rawy.  Faaalaa 

I 


T 


Indleatc  • nulltr  rat*  of  total  Involuntary  attrition  by  IIZ  for 
DoD  ovarall.  Thla  amallar  rat*  of  total  Involuntary  attrition  1* 
ob**rv*d  within  aach  of  th*  Sarvlce*  although  th*  parcantag*  doaa 
vary  within  Sarvlcaa. 

Tha  participation  of  womo  In  tha  Raaarva  cooponanta  haa  In- 
eraaaad  froa  QAX  (3,700)  in  FT  71  to  3.4X  (30,900)  In  FT  75.  In  ordar 
to  achlava  thla  Incraaaa,  howavar,  a high  parcantaga  of  tha  total  accaa- 
tlona  in  FT  74  and  73  war*  woaan.  Thla  will  aaan  that  In  thaaa  partlcu- 
lar  yaar  group* , thara  will  ba  dlaproportionataly  high  concantratlona  of 
woaan.  Aa  with  tha  Actlv*  Forcaa,  tha  proportion  of  woaan  la  not  Mlfora 
aaong  tha  Aaaarva  coaponcnta. 


I 


30  Jun  71 

30  Jun  7S 

Ai^  Hational  Guard 

- 

1.6X 

Army  Raaarva 

0.4X 

7.0X 

Naval  Raaarva 

o.« 

2. IX 

Karina  Corps  Raaarva 

0.2Z 

1.2X 

Air  National  Guard 

0.6X 

3.2X 

Air  Force  Raaarva 

1.9X 

6.5X 

Total  DOD 

0.4X 

3.«X 

Acccaalon  Goal* 

Tha  accaaalon  goal*  of  the  Sarvlcaa  for  tha  anllatwant  of 
woman  hava  aJvaya  baan  achlavad  bacauaa  of  a aurplua  of  quallfiad 
appllcanta.  Tha  actual  numbar  and  parcantaga  of  total  accaaalona  hava 


vartMi  eosaUarrtl^  aasBf  S«rvlc**  *nd  ulthln  ■ Sanrlca  froa  oa*  ftt 
to  th«  Mzt.  PtogroMd  accMdon*  have  alao  btan  changed  dus  Ing  a 
(iaeal  year  In  rcaponia  to  overall  atrength  changea,  ahortfalla  In  rala 
acceaatoo  recruiting,  changea  la  raqulrcd  apecialty  backgrounda,  etc.  Thia 
la  a ellllagneaa  on  tha  part  of  the  Servlcea  to  reduce  the  prograaaud  iwan 
aceaaalona  la  teaponae  to  ahott-tara  eonaidaratlona  ehleh  haa  a vary 
datrlaantal  affect  on  tha  achleveaent  of  deairad  end  atrnngtha  and  per- 
centage participation  of  voaea  In  tha  Military  Servlcea, 

An  exanpla  of  thla  la  the  Air  Force  declalon  to  Halt  attendance 
at  Officer  Training  School  to  primarily  cnglneera  and  acientlata  becauae 
of  tha  backlog  of  RjOTC  grafluatea  waiting  to  cone  on  active  duty.  Thla 
declalon  closed  one  of  tha  only  two  avenues  to  an  Alt  Force  coalsslon 
for  woman  except  for  those  few  who  were  engineers  or  acientlata.  Thla 
action  also  aaant  that  the  prograaaad  percentage  of  woman  officers  In  tha 
current  and  succeeding  fiscal  years  will  not  be  mat.  It  also  neana 
that  these  year  groups  will  have  a permanent  lower  percentage  of  wonen 
officers  In  then  than  was  originally  desired. 

The  accession  of  non-prlor  service  enlisted  women  varies  among 
the  Services  as  shown  in  the  following  table. 


Army 

Navy 

Marine  Corps 
Air  Force 


FT  1976  Program 

Mo.  of  Woo eg  X of  Total  Acceaslons 

17,200  9.2T 

5,200  4.7% 

1,300  2.5% 

9,000  11.4% 


Total  DOS 


32,700 


7.7% 


Th«  p«rc«ocag«  of  woms  In  DOD  n#  part  of  t!\a  non-prlor  aanrlct 
accaaaiooo  haa  varlad  froa  2. AX  in  ft  71  to  a high  of  9. OX  in  FT  75  and 
ia  prograflMd  to  ba  8. OX  la  FT  78 » 

Piatribution 

Tha  antranca  of  military  woman  into  all  of  tha  caraar  fialda 
axcapt  thoaa  diractly  involwing  combat  began  In  tha  aarly  1970*a. 

Eafora  that  tLse,  women  were  permitted  to  enter  only  the  more  traditional 
fielda;  l.a.  medical,  dental  and  varioua  adalnlatratlve  flelda.  In  FT  71, 


almoat  90*  of  all  enlieted  women  were  in  theae  fielda.  With  the  re 


ment  of  the  role  of  women  In  the  military  came  the  re&llaatlon  that  more 
career  fielda  would  have  to  be  opened-co  absorb  the  programed  Increased 
and  that  there  were  no  valid,  defensible  reasons  for  keeping  any  of  the 
iK)n~combaC  career  fields  closed  to  %K>men.  ^ 

This  acceptance  made  possible  the  opening  of  94X  of  the  Army 
career  fields  as  compared  with  39X  previously.  The  Navy  Increased  to 
80Z  and  the  Karine  Corps  to  702.  The  Air  Force  increased  their  open 
fields  from  552  to  972  (see  Table  III,  below). 

By  the  end  of  FT  73,  the  percentage  of  women  In  che  medical, 
dental  and  admlnlstraclve  career  fields  had  dropped  to  732..  ^e  per- 
centages of  military  women  in  each  of  the  nine  DOP  occupational  groupings 
for  FT  71,  FT  73,  and  FT  75  arc  shown  In  the  table  on  the  following  page. 

With  rcepect  to  geographic  easlgnaents,  up  until  the  early  1970*a 
military  enliated  women  could  only  be  assigned  to  selected  major  Installa- 
tlona  that  had  a separate  women's  company  or  squadron  organized  to  handla 
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ttelr  aff-dst;  adalnlatratlon.  Thi*  raitrletlon  applied  te  all  gtadaa 
and  wa«  atrae  a factor  la  tba  aaaigfant  of  aarrlad  aaltatad  aeaan.  Thta 
•a^raphleal  raatrietioe  aaeaaaltatad  a aaparata  aaaltnaaat  aad  rotattoe 
ayatca  far  aaltatad  aeaaa. 

dloag  with  tha  daclaloni  to  incraaaa  the  auabera  of  allltarp 
waaaa  and  the  opening  of  career  ftalda  eaaa  tha  opaalaf  of  additioaal 
allltarp  loeationa  for  tha  aaaiioaant  of  anllatad  waaa.  Thla  waa 
aaeaaaarp  to  pravaat  largo  eoacaatratlona  of  aoaaa  on  the  aaall  auabar 
of  praaloualp  avallahla  Inatallatlona,  to  enable  tha  aase  aaalpiaaoc 
a3rataa  to  handle  both  aan  aad  woaan,  aad  a racognttion  that  aallatcd 
wim  do  not  need  fdnallaad  off-dutp  eupervtaioa.  Iha  Air  forea  alone 
iaereaaad  the  naber  of  loeationa  free  3S  In  1966  to  over  200  today. 

tha  praaant  priaary  conatralnt  on  aealgnaant  of  anllatad  Moaan 
la  la  aaalgnwnt  to  thoae  raaota  or  laolatad  loeationa  ohare  only  a handful 
of  Indlyldoala  ara  aaatgaad  aad  are  regulred  to  Ilya  la  eonflnad  quartara. 
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D.  Icono«le  Statu« 

Chanf**,  If  tny,  which  hiv«  oeeurrad  In  tha  •conoale  statua 
of  accaaalona  durlnc  tha  AVT  yaara  ara  naar  lapoaalbla  to  datacmlna 
with  any  accuracy.  Rowavar,  alnca  tha  advant  of  tha  AVT,  lawaral  attaapta 
hava  baan  aada  to  obtain  and  catalog  tha  aconowlc  atatua  of  accaaalona 
In  tama  of  tha  aconoalc  laval  of  hla  or  bar  paranta.  Vhlla  nona  of  thaaa 
afforta  producad  daflnltlva  data,  tha  conclualona  raachad  by  aaeh  affort 
■Ight  aupport  a ganaral  conclualoa  that  tha  lowar  aconoalc  claaaaa  ara  not 
now  nor  hava  avar  baan  anllatcd  In  tha  Araad  Forcta  In  grant  nuabara,  that 
Bora  of  tha  high  aconoalc  claaaaa  vara  balng  anllatad  daring  tha  draft 
yaara  than  during  tha  AVT  yaara,  and  that  tha  bulk  of  accaaalona  both 
during  tha  draft  and  tha  AVT  yaara  hava  coaa  froa  tha  ao-callad  alddla 
aconoalc  aagaant  of  our  aoclaty. 

Taranta  taming  kacorda 

Two  of  tha  attaapta  to  dataralna  tha  aconoalc  atatua  of  anllataaa  hava 
dlractly  attaaptad  to  dlocovar  parant'a  aamlng  racorda.  In  thla  ragard, 
tha  Air  Torca  conductad  a aurvay  of  naw  accaaalona.  Although  tha  Air  Torca 
polnta  out  tha  quaatlonabla  validity  '•t  thair  flndlnga,  tha  aurvay  would 
tand  to  Indlcata  that  both  tha  high  and  low  portlona  of  tha  aconoalc  ladder 
wnra  uiuUrrapraacntad.  Chart  XI,  balow,  portraya  tha  Air  Torca  atudy  raaulta: 
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Chart  II 

M70  im 

hiraata'  tntsm* 


toralaga 

OS  roaUy 

laralaga. 

OS  Fanny 

Earali«a, 

lotalnga 

AF  gaerulta 

laralaga 

AF  i^lleaata 

Dadar  $3,000 

m 

SX 

lU 

n 

$3,000  - $$,000 

U 

13 

U 

14 

$$,000  - $9,000 

20 

20 

14 

17 

$9,000  - $12,000 

20 

24 

1$ 

21 

$12,000  - $15,000 

14 

1$ 

IS 

17 

$15,000  - $25,000 

17 

1$ 

2$ 

It 

Nora  thaa  $25,000 

3 

$ 

7 

4 

Tba  aaeond  aathod  of  attMptiag  to  dataralaa  tha  aeoaoBle  ttatua  of 
aceaaaloaa  coneamad  analyaaa  of  araraca  i«(ta  ttm  tha  aaliataa'a  haaa  araa 
of  taeord.  Thla  aaaljrala  «aa  haaad  on  ralatir.]  tip  eodaa  of  aaliataa'a  hoaa 
of  racord  to  ararata  aaraiata  for  tha  Zip  coda  araa.  Afpin,  thla  aathod  ta 
hlphlp  quaatioaabla,  aa  Uluatratad  bp  Zip  Coda  208S4  la  fotMae.  Marplaad, 
aa  araa  raportad  tu  hara  tha  hlpbaat  aaaraga  faallp  iaeoaa  la  tha  couatry, 
Potoaac  aot  only  laeludaa  high  leeoaaa,  but  alao  eoatalaa  lo»-lBcoaa  houalag 
aoctavaa  auch  aa  Scotlaad. 

Coaductad  laitially  by  DoD,  tha  Zip  Coda  aaalyala  aaa  racaatly  updatad 
aad  praaaatad  to  tba  MC  by  Dr.  lichard  Coopar  of  laad.  la  addltloa  to 
coaflralag  tha  ralatlaaly  lav  proportloaa  froa  both  tha  high  and  lov 
aatraaaa  of  tha  acoaoale  laddar,  Ir.  Coopar 'a  aaalyala,  aa  datallad  balow, 
would  aoaa  to  ladleata  that  thara  baa  boaa  ao  algnlflcoat  ahlft  la  tba 
laaala  durlag  tba  pro-  oad  poat  AV7  yaora,  although  hla  CT  1972  ood  1977 
data  ara  aow  datod.  In  oay  eoaa.  Dr.  Coopar'a  conelualona  aupport  tba  aurray 
by  DoO,  aa  proaontod  to  tha  Sonata  Aiaad  Sarrlcaa  Cooalttaa  la  1974. 
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Clutrt  III 

riscnrTACE  distkibotion  of  dod  ehlisted  accessions  bt  cboof  or  zir 

CODES  lAKKED  ACCORDINC  TO  AVEKACI  HOUSEBOU)  HKCMZ* 


* 


Avaraga 

forcoBtago  Dlatribu- 
tloa  of  DoD  Eallatad 

Porcoatago  Dlatrlbu- 
tion  of  16-21  Taar 
Old  Halo  Population 

ZIP  Coda 

Houaohold 

Accoaaiona 

got  Enrollad 

Parcantllaa 

IncoM 

Pro-AVF  Poat-AVf 

All  In  School 

95  - 

100 

917,190 

2.9 

2.8 

5.8 

2.9 

90  - 

95 

914.610-917,190 

4.7 

4.4 

7.0 

4.3 

75  - 

90 

912,352-914,480 

18.1 

17.5 

19.9 

15.7 

50  - 

75 

910,431-912,352 

28.6 

27.9 

27.7 

27.0 

25  - 

50 

91.722-910,431 

24.5 

24.6 

22.0 

25.4 

10  - 

25 

97,263-98,722 

12.0 

12.7 

11.0 

15.6 

5 - 

10 

96.401-97.263 

4.4 

4.8 

4.2 

5.6 

0 - 

5 

98,401 

4.8 

5.3 

2.4 

3.5 

*laporei  th*  p«reMtAt«  dlttrlbutlon*  of  total  DoD  accaaalosa  (la- 
duetlona  and  anllatMota)  by  pareantlla  rankln(a  of  5-dlflt  ZIP  codaa 
locatad  la  Standard  Matropolltan  Statlatlcal  Araaa  (SMSAa).  SMSA  S- 
dlglt  ZIP  codaa  »ara  rank^  on  tha  baala  of  avarata  par-houaahold  IncoM, 
and  than  catagorliad  Into  pareantlla  gtouplnga.  Accaaalona  vara  than 
■atchad  with  thaaa  pareantlla  ranklnfa  by  ualng  tha  hoaa  addraaa  ZIP 
coda  for  aaeh  anllataa  or  Inductaa. 

Sra-AVP:  January  1.  1971  to  Daenabar  31.  1972. 

>4  Poat'AVP:  January  1,  1973  to  Dacanbar  31,  1973. 

^-1-, 

9 

IdttC4tlonal  Ftetort 


Both  eho  loot  tvo  Mthodi  of  ottMptlng  to  dotormioo  tho  ocooMde 
itotuo  of  oecoiiloflo  b«o«  tholr  doductlont  cm  tho  atouaptloa  that*  la 
fODOrolo  tho  boolth  and  oducatloool  loirola  of  lovar  acoaoalc  clacMa  vlll 
bo  lovar  than  tholr  mlddlo  elaoo  and  uppor  claaa  couatorpartoa 

Baoad  oo  thlo  aoouvptloti,  chanfoo  la  aodlcal  rajoctloa  ratoo  and 
adocatlooal  lovolo  of  accoooloao  would  toad  to  support  tho  coaelualoa  that 
changoa  ware  occurring  la  tho  ocoeoaic  otatuo  of  aallataaa.  During  tha  AVF 
yoara,  thore  waa  a oajor  drop  In  tho  nuaber  of  accaaalona  vlth  collaga 
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Malslag  OtenMUy  siMclatad  vlth  alddl*  and  uppST  aeonaaie  elaaam) 

•od  • lacruM  to  tha  «ab«r«  aad  proporttoaa  of  oon-hl*h  tehool 

gtadMCM  (aonuU^  Mooelatod  «ltb  lovar  oeo«aato  cImom). 

Ite  lut  Mtbod  to  bo  Moouaaad  eoneoina  rovlav  of  pbjratoal  and 
•astal  tajacttos  data.  Prior  to  tha  adoption  of  tha  AVF,  thara  vara 
ataadp  pbpaieal  rajaetlon  rataa  aaong  aoloataara  of  about  UX.  Stoea  tha 
adoption  of  tha  AVT,  tbia  rata  baa  net  ehaapad.  Purthar,  thara  bat 
baan  a taBaral  toeraaaa  to  tha  rata  of  Matal  dlavtaliftoatlOBa,  eotoeidaat 
«tth  tha  ralalac  of  alnlui  aatrp  ataadarda,  aa  aapraaaad  bp  taat  acoroa. 

tboaa  rtaolta  tlao  aupport  tha  eODelaatoaa  dtoeuaaad  abora. 
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Pocalbl*  changti  tn  th«  t«ographlcal  dlatrlbution  pattaras  of 
AV7  accaaalona  haa  recalvad  attantlon  froa  DOO  and  raaaarchara  oalj  in 
the  laat  year  or  ao.  Aa  the  National  Guard  and  Reaerve  Porcea  are  by 
definition  a reflection  of  their  particular  araaa,  the  quaatloo  of 
geographical  distribution  which  haa  been  addreaaed  affects  only  the 
Active  Forces. 

During  the  draft  years*  the  conscription  syatea  was  dealgaed  to 
provide  a generally  «rell  distributed  pattern  of  accasalona  into  the 
Aimed  Forces.  Rach  State  Ir  the  country  had  their  “quota**  for  Selective 
Service  inductees  and  the  quotas  were  related  to  their  proportion  of  the 
draf t-eligible  population.  During  the  AVF  yesra*  the  first  attMpt  to 
study  and  evaluate  posaihle  changes  In  geographical  patterns  was  under* 
taken  by  the  Air  Force's  Project  “Volunteer  Roadmap"  in  1974. 

The  Air  Force  project  used  the  home  of  record  of  accessions  for 
all  four  Services  as  the  basis  for  their  analysis  of  geographical  diatrl* 
butlon  patterns.  Their  findings  were  aa  follows: 

1.  Quantlty*vise*  the  recruit  market  has  not  changed  froa  FT  72 
to  FT  74  - the  most  populated  states  (the  top  10/20/30  states)  provide 
the  bulk  (50X/75X/90X)  of  the  recruit#; 

2.  Regional  preference  for  one  Service  over  another  appeared  to 
exist  in  FT  74:  Northeast  Region  * Air  Force:  the  South  Atlantic  Region  * 
Army:  Hidvest  - Navy;  and  the  East  North  Central  Region  - HarltM  Corps; 

3.  Quality-wise,  again  the  most  populated  states  (the  top  10/20/30 

states)  provide  the  bulk  of  the  AFQT  Mental  Group  I and  Il'a  (above  aver- 


age recruits); 
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4.  tegloMlly  - seat*  by  Stat*,  th«  Kldweat  provldac  a bl^iat 
risan  ot  Utfi  Maoeal  Croup  I and  tl'a  (S2Z  Co  S9X  of  tba  raeniica)  aa 
eoaparad  to  cha  South  Atlantic/Eaat  and  Vaat  South  Caneral  tationa  bolf^ 

2SZ  to  371  abara  I and  Il'a. 

STATE  rr  STATE  COMPAKISOM 

Xn  raaponaa  to  a requaat  froai  tha  Sonata  Araad  Sarvlcaa  Conalttaa, 
tba  Offiea  of  tha  Saeratary  of  Dafanaa  earriad  tha  ’’Voluntaar  Eoada^a" 
projaet  a atop  furthar  aa  tha  baala  for  thalr  raport  to  tha  Sanata  Coa- 
alttaa  In  lata  1974. 

Tha  OSD  Eaport  aaaaurad  gaotraphleal  Jlatrtbutton  of  aceatalena  in 
two  vaya:  by  atata  of  raaldanca  at  tlM  of  antry,  and  by  urban-rural  idanti- 
fieatlona.  Aa  notad  In  Chart  XIII,  balow,  tha  aceatalona  froa  aaeb  of  tha 
fiva  grouplnga  of  atataa  ganarally  parallalod  thalr  proportion  of  tha 
population,  although  tha  accaaaiona  froa  tha  largaat  tan  aMtaa  aara  3.8Z 
laaa  than  tha  population  from  thaaa  atataa. 

CHAET  EIll 

arlson  of  State  Dlatributlona  of  U.3.  Eopulatlon 


States  Ranked 
by  Population 

Percent  of  Total 
US  Population  Enlistaents 
(Aees  17-22)  (FT  1974) 

1 

Cuaulatiys  Pcrcentaxe 
US  Population  Enlistaents 
(Aces  17-22)  <PY  1974) 

Ten  Most  Populous  States 

(CA,HY,TX,PA,0H,IL,MI, 

MJ.PL.MA) 

52.7 

48.9 

52.7 

48.9 

Next  Ten  States 

(INpNCpGApVAgVIpMOpLAp 

MN.TN.MD) 

21.7 

23.5 

74.4 

72.4 

Meat  Ten  States  (0E,A8,AZ 
IW.HB.UT.SM.ME.RI.ID) 


Tan  Least  Populous  States  4 DC, 
Virgin  Islands  4 Guam  (KT,HI, 
SD.NH.ND.DE.HV.VT.AK.WT) 


100.0  100.0 


) 
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REGIONAL  COMPARISONS 

Th«  OSD  Study  alao  cxa»ln«d  accaaalona  on  tha  baaia  of  a gao- 
graphical  grouping  of  the  Statea.  Aa  noted  In  Chart  XIV  below,  the 
anllataent  from  northeaatem  atatea  are  aomewhat  below  the  available 
population,  while  the  aouthem  and  weatem  atatea  are  aoaewhat  above, 
thouah  none  of  the  varlancea  are  large. 

Although  there  were  a«all  dlfferancea,  the  above  raaulta  were 
confined  both  by  Dr.  Richard  Cooper  of  Rand  (prcaented  to  the  DHC  at 
a public  hearing)  and  by  the  DHC  ataff.  The  DHC  ataff  effort  etlllzcd 
a apeclal  KARDAC  cowputer  run  of  F¥  71  and  FY  74  acceaalona. 

CHART  XIV 


US  Population 
(A*e.  17-22) 

Bnllateantt 
FY  1974 

New  Kngland 

5.5 

4.5 

Middle  Atlantic 

17.0 

12.8 

Eaat  North  Central 

20.0 

17.6 

West  North  Central 

8.1 

7.9 

Subtotal 

50.6 

42.8 

South  Atlantic 

16.8 

17.6 

Eaat  South  Central 

6.6 

7.5 

Vest  South  Central 

9.7 

11.8 

Mountain 

4.3 

5.2 

Pacific 

12.5 

14.1 

Other 

1.5 

1.0 

Subtotal 

49.4 

57.2 

TOTAL 

100.0 

100.0 
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UREAN-fUJIUt  COMPARISON 


Marina 

Tear 

US  Pop 

Navjr 

Corps 

FT  1972 

SO 

46 

46 

48 

43 

46 

FT  1973 

so 

4S 

48 

49 

43 

4S 

FT  1974 

so 

44 

48 

SO 

43 

46 

C«o»r«phlcal  Origin  Within  Unlt» 

B<rd  data  era  tha  geographical  orlglna  of  acceealone  of 
unit  peraoDOcl  ere  not  available;  however,  "groupings"  of  aen  and  wonan 
on  tha  basis  of  geography  was  noted  by  the  DHC  staff  In  various  field 
visits.  The  "groupings"  are  most  pronounced  In  Che  Any,  where  the  Unit 
of  Choice  and  the  Station  of  Choice  prograas  have  allowed  regional  re- 
cruiting prograas.  For  exaaple,  the  9ch  Infantry  Division  at  Fort  Lewis, 
Uashlngton,  was  recruited  alaost  entirely  froa  the  Pacific  Northwest  area; 
and  the  197Ch  Infantry  Brigade  at  Fort  Banning  has  a heavy  proportion  of 
aen  froa  the  Southeastern  area.  Various  training  installations,  such  as 
Forts  Jackson  and  Dlx,  also  have  high  proportions  of  pemanent  party 
personnel  froa  nearby  areas. 

The  geographical  distribution  of  aen  within  units  also  la  supported 
by  internal  Service  assignaent  policies  which  often  assign  aen  and  women 
to  nearby  facilities  because  of  Its  cost  effectiveness  and  Indicated 
personal  preference. 


> . 
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V.  SDKTtT  Of  ccwwrons 

In  addition  to  ravlawln(  tha  aoclo~acononlc  ehanfai  «*lch 
hava  oceurrad  during  tha  AVT  yaara,  and  aa  pravloualy  Indlcatad 
In  aathodolofy  (Saetlon  III),  tha  EMC  ataff  (with  tha  aaalatanea 
of  a profaaalonal  aurray  raaaarch  flrn)  conductad  a aurvay  af 
■liltary  eooBandara  In  tha  flald.  Tha  abjactlva  af  tha  aacway 
■aa  to  gain  eomandara'  parcaptlona  on  how  changaa  In  tha  aaelo- 
aconoale  conpoaltlon  of  thalr  unlta  lapactad  upon  tha  ability  to 
parfom  thalr  nlaalon. 

*•  Aaaulta  of  Survay  by  DHC  Staff  and  Raaaarch  Conaultant  Taana  ^ 

Tha  aurway  taau  vlaltad  varloua  nllltary  InatalUtlona  throughout 
tha  Unltad  Stataa  and  apoka  to  conaandara  at  aquadron,  battalion,  ahtp 
laval  and  hlghar.  Conbat  and  aupport  unlta  of  tha  Itagular,  taaarro  and 
Guard  wara  Includad. 

mns  »T  SEwricE 


UCULAK 

usmg 

CCAU) 

Air  Force 

34 

10 

3 

Army 

43 

0 

2 

Marine  Corpe 

13 

7 

- 

Hevy 

23 

19 

a 

TOTAL 

113 

36 

5 

y A Bora  detailed  euanary  of  aurvey  reaulta  la  attachad  aa  Appendix  A. 
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tlM  xaaka  oi  eoaaaadcri  x*at»d  titm  0-3  to  aa  (M.  Tin  **«r«t*  tta*  la 
Sarvle*  of  tin  1S4  coaaoBdoro  «u  19  yoari  and  tha  aoatata  ti>a  Is  CBaaind 
MM  IS  MMStlia. 

Tba  aurray  tnatruaant,  praparad  by  tba  OHC  ataff  «lth  aaalatanea  froB 
laaaareh,  lae.  of  Fclneaton,  Haw  Jaraay,  «aa  a fuaationnaira  doaipnad 
to  idantify  cOMModat  poKaptiona  of  chant ••  and  unit  ability  to  catty  out 
Ita  Mlaalon.  laeb  Intanrlaw  laatad  about  30  alautM  with  ona  taaa  aaabar 
(ttldlnt  tba  dlacuaaloo  ultb  tuaatlona  and  a aacood  taaa  MMbat  tacotdlnt 
taaponaaa  and  bay  coaManta.  Tba  folloalnt  siaatlaaa  tha  taaponaaa  racalvad. 


SUKVgT  MSPITS 

quattlon  1:  WHAT  WOULD  YOU  CONSIDER  TO  BE  THE  MOST  IMPORTANT  CHANCES 

TEAT  HAVE  OCCURRED  IN  THE  ARMED  FORCES  IN  THE  lAST  FIVE  TEARS? 

Ch«ng«i  rtlatcd  to  th«  AVF  (a.g.,  •ttlcudaa,  Botlvatlona,  and 
daalraa  of  anllataaa;  daanphaala  of  patrlotlaa  and  aarvdca 
to  countrF;  anphaala  on  racrultaant  and  patantlon  goala;  Increaaa 
In  nonan  and  nlnorltlaa,  ate.)  27X 


alatad  to  and  of  Tlatnaa  Involvaaant 


taphaala  on  htoun  ralatlona  (locraaaad  Individual  avarantaa, 
raduead  racial  tanalon,  concapta  of  auparvlalon,  ate.) 

Hlghar  quality  of  accaaalona 

Famr  raaourcaa 

Lowar  quality  of  accaaalona 

Othar  chaogea  (a.g.,  total  forca  concapt,  Inctaaaad  dlractlon 
by  auparloca,  valuaa  of  aoclaty  and  druga  Inpactlng  on 
nllltary,  ate.) 

Quaatlon  2:  WITH  THE  ADVENT  OF  THE  ALL  VOLUNTEER  FORCE,  WHAT  MAJOR 

CHANGES  HAVE  OCCURRED  IN  TOUR  UNIT? 

No  algnlflcant  changa 

Increaaad  quality  (vhare  quality  vaa  daflnad  aa  lotalllganca, 
attltuda  and  notlvatlon) 

Dacraaaad  quality 

Incraaaed  nunbar  of  voaen 

Incraaaad  nuabar  of  mlnorltlaa 

Other  changea  (a.g.,  "people”  related  prograaa.  Individual 
education,  etc.) 

Quaatlon  3:  WHAT  FACTOR  MOST  ENHANCES  TOUR  UNIT'S  EFFECTIVEHESS? 

Meaningful  operations  and  veil  trained  personnel 
Dedicated  officers  and  NCO's  (leadership) 


u 


- 39  - 

Nsnl«,  ■otlvatles  aad  attitud*  of  troopo  US 

SsfflclMt  aotorial  roMurcM  6S 

Otlior  121 

QlMOttos  tl  mkt  riCTOt  MOST  BAMFEKS  TOnt  Uim'S  ETFECTIVZmSS? 

tioek  of  cratniat,  axpatlaaea  and  partonnal  turnovar/ 
taatabUit?  322 

Shoptata  of  aataxlal  raaoureaa  182 

nananda  of  adaUnlatratlva  datalla  U2 

Attltnda,  aorala,  drufo  and  othat  lanaial  prokUna 

of  aoelaty  92 

Faraonnal  ahortapaa  82 

Othar  (a.g.,  oducatlon  protraaai  Ineraaaa  In  off-baaa 

living  by  troopa,  ate.)  202 


Quaatton  5:  BOH  BAS  TBE  HKIDSIOH  Of  FOUU  PEBSOmiBL  AmCTED  IBB 

ABUm  W TODB  OMIT  TO  CAUT  GOT  ITS  MISSIOMT 


Bo  ehanga  in  ability  292 
Foaitiva  182 
Magativa  82 
Mot  appltsabla;  no  wanan  aaalgnad  A32 


Qoaatlott  6:  BOH  HAS  THE  INCKEASE  OF  BUCKS  ABO  SPAMISH-SPEAKIMG 
AXEKICAMS  AFFECTED  THE  ABIlITr  OF  TODB  OBIT  TO  CARRT  OCT  ITS  HISSIOBT 


Bo  ebanga  502 
Foatlva  32 
Bagatlva  A2 
Mot  ^lleabla;  no  noticaabla  ineraaaa  AA2 


E 
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Quaftlon  7t  HOU  HAS  THE  CHANCE  IN  EDUCATIONAL  LEVEL  AMONG  SEIVICE- 
MEN  AmCTED  THE  ABILITT  0?  TXTl  UNIT  TO  CAMT  OUT  ITS  MISSION? 


No  changa 

321 

Foatlva 

401 

Negative 

71 

Not  applicable;  no  perceived  change 

201 

Queatlon  8:  BOU  BAS  THE  CHANGE  D)  GEOGRAPHICAL 

REFRESnrTATION  AHOEG 

SERVICDtEN  AFFECTED  THE  ABILITT  OF  TOUR  UNIT  TO 

CARET  OUT  ns  MISSION? 

No  change 

301 

Foaltlva 

41 

Negative 

31 

Rot  applicable;  no  parcalved  changa 

6U 

OMAtlon  9:  BOU  BAS  THE  CHANCE  IN  MENTAL  CATECORT  AMONG  SEE7ICE- 

MEN  AmCTED  THE  ABILITT  OE  TOini  UNIT  TO  CABIT  OCT  ITS  MISSION? 


No  ChACt* 

291 

PottlT* 

291 

N«g«elv« 

81 

Not  «ppllc«bl«;  no  porctlvod  ch«tM|« 

341 

Quaitloa  10:  IF  TOO  COULD,  WHAT  MAJOR  CHANGES  WOULD  TOD  MARE  IN  THE 

CURRENT  PERSONNEL  POLICIES  OF  TOUR  SERVICE? 

Ra«pon««i  to  thli  qutttloo  were  generally  broad  and  varied. 

Only  it  of  all  reapondanta  Indicatad  thara  ware  no  changea 
tliat  ehay  daalrad  to  aaka.  Of  tha  varloua  raaponaaa, 
tha  follovlag  were  tha  Boat  frequently  Identified: 

laprove  recruiter  practlcea  and  racrultaant  pollclaa  91 

Increaae  enllatecnt  atandarda  to  require  higher  achool 
graduation  by  all  enllateea  it 


Inprove  atablllty  by  reducing  peraonnel  turnover 


61 


SIm  wrv*7  of  ualt  eoHModoto  la  otdat  to  |als  tliair  poreo^UoM 
of  •eelo-oeoooaie  ehuttoo  and  tha  lalatad  lapaee  upon  abilltp  of  a salt 
to  pasfen  Ita  alaaloa  addtaaaad  baale  eoeeaiaa  axpraaaad  la  SaetloB 
702(7}  of  FL  93-155.  Bowrar,  aay  eoaelualona  ahouXd  bo  taaporad  bf 
cartaia  llaltatloaa  Inbaraat  la  tha  aurvay. 

Ido  paraoa  latarvlow  taaaa  vara  altaraataly  eoapoaad  ot  ahlta  aad  blaeb, 
aalaa  aad  faaalaa.  Taaa  eeapoaltloa  al«ht  bava  lahlbltad  raapoeaaa,  heoaoar, 
taat  eoapoaltloa  wta  aXtarad  la  aa  affort  to  laataa/ecapata  lahlbltloea. 
laapoaaaa  racalvad  by  all  iihlta  or  all  aala  taaaa  «ara  aaaaatlally  eoaalataat 
with  taapoaaaa  racalvad  by  all  black  aad  aala/faaala  taaaa.  Alao,  raapoaaaa 
raealvad  by  Oplaloa  laaaarcb,  lac.  »ara  eoaalataat  with  raapoaaaa  racalvad 
by  MC  ataff  taaaa. 

la  aoaa  laataaeaa,  aftar  balnp  at  aa  laatallatloa  for  a parlod  of  tlaa, 
aurvay  taaaa  bapaa  to  pick  up  a "party  llaa.”  Hbatbar  baeauaa  pravloualy 
latarrlovad  enianlara  vara  eooaualcatlas  with  atlll  to  ba  lataralavad 
coaaaadara,  or  aoaa  otbar  raaaoa,  aavaral  paraona  vara  antlelpatlap  yiiaatlona 
aad  bad  raady  aaavara. 

Dua  to  rasoorca  Ualtatlona  oaaraaaa  unlta  vara  not  vlaltad.  Thla 
ovarlooka  a alfnlflcaat  porcantafa  of  actlva  allltary  unlta  in  a forvard 
anvlrooaaat.  Aa  an  altamativo  to  ovaraaaa  traval  aln  juat-ratumad 
coaandara  (A  Any,  1 OSAK,  1 Ravy)  vara  Intarvlavad.  Thalr  conaldarationa 
and  raaponaaa  appaarad  alallar  to  tboaa  axpraaaad  by  CORDS  eonandara. 

The  aaaple  of  unlta  aurveyad  did  not  Include  Any  Raaerva  unlta.  Alao 
the  total  aaaple  alze  was  relatively  snail  due  to  tlan  and  resource  limitations 


I 


Finally,  a coaaundar'a  parcapeion  of  hla  unlt'a  ability  to  parfon 
Ita  Blaaloo  raflacca  aoaa  dapraa  of  uncartalnty.  Judgnanta,.  by  nacaaalty, 
■uat  ba  baaad  upon  aatarlal  raadlnaaa,  laadarahlp,  aorala  and  parfonanca 
during  raadlnaaa  Inapaetlona  and  training  axarclaaa.  Tbara  la  no  nay 
to  truly  alaulata  actual  coabat,  attandlng  condltlona,  and  Individual 
raactlona.  At  boat  the  eurvay  raaponaaa  nara  parcalvad  aatlnataa.  Bonavar, 
In  tha  abaaoca  of  any  batter  naaaura,  and  alnca  the  paraon  bald  accountable 
for  a unlt'a  raadlnaaa  and  ability  to  parfom  It 'a  nlaalon  la  tha  coanandar, 
tha  DMC  ataff  Judged  that  ha,  batter  than  anyone,  ahould  ba  able  to  aaaeae 


hla  unlt'a  atatua  and  ability  to  fulfill  It'a  nlaalon. 


VI.  aiSCTSSlCM  or  SOCIO-E(X)HCMIC  CCHPOSITIMI  AMD  nCFACT 


21m  tsfonMtlOQ  coBtaioad  la  tha  two  pracadlng  aaetlaaa,  aa  «sU 
aa  tiM  dataila  of  aupportlag  data  and  tafonatlon,  provlda  tha  baala 
for  a 9K  ataff  raaponaa  to  tha  tan  quaationa  Uatad  in  Sactlon  II  • 

Ihaaa  taapoaaaa  ara  aa  followa: 

1.  Haa  tha  AW  racmitad  an  Insraaalna  oareantaaa  of  iadlYlduala 
althout  high  achool  diplenaa  or  aouivalanta.  or  fron  Mantal  Group  IVI 

Tha  AVr  yaara  hava  vitnaaaad  a ataady  laprovnaant  In  tha  aducatlonal 
larval  of  anllatad  paraoonal  In  tha  actlva  foiea.  Willa  tha  parcantage 
of  eollaga-tratnad  accaaalona  haa  fallan  off,  tha  parcantaga  of  high 
achool  graduata  accaaalona  haa  Ineraaaad  and  thara  haa  haan  a ataady 
dacllna  in  non-high  achool  graduata  accaaalona.  Thara  alao  haa  baan 
a ataady  dacllna  In  Mantal  Group  IV'a  racmitad  for  tha  aetlva  larvicaa. 

Tha  lapacta  of  AVF  pollclaa  on  tha  aducatlonal  and  Mantal  Group 
lavala  for  tha  Rational  Guard  and  tha  laaarra  hava  haan  ganerally  ncgatlva. 
Thara  haa  baan  a dranatie  drop-off  la  collaga  trainad  aecaaalona  and 
high  achool  graduata  accaaalona,  vhlla  both  Mantal  Croup  IV'a  and  non- 
blgh  achool  graduataa  hava  proportlonataly  ineraaaad.  Whlla  on  tha 
Burfaca  this  vould  appaar  aa  a problaa  area,  t»o  factora  ahould  ba  fcapt 
in  nind!  (1)  tha  ovarall  nuabara  of  non-prior  aarviea  accaaalona 
for  tha  Guard  and  Raaarva  hava  algoiflcantly  dacllnad,  thua  tha  lapact 
of  lowar  aducatlooal/aantal  group  lavala  aaong  aecacalooa  haa  baan  laaa 
pronouaead;  and  (2)  tha  larga  proportion  of  collaga-traload  draft- 
■otivated  mllataaa  of  the  Vletnan  ara  nay  well  have  been  over- 
qualified  for  the  aarviea  Jobs  for  which  they  enlisted. 


, '*•>  ■ ■'i 
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CoDClmion:  Th«  AVT  h*a  not  b*coa«  • haven  for  l*»-*ducac«d  racrults. 

Tb«  aducatloMl  laval  of  aetlva  forca  accaaalona  baa  laprovad,  aUla 
tba  aducational/aantal  group  laval  of  Cuard/Kaaarva  accaaalona  baa 
gona  down. 

2,  Baa  tha  AVT  bacona  IncraaalnalT  black,  and  If  ao.  In  wfaat  araaa? 

Thara  baa  baan  a acaad;  Incraaaa  In  Black  accaaalona  during  eba 

Avr  yaara  In  officer  procuranant  and  In  eba  Guard  and  Baaarva  prograaa, 
altbougb  eba  Incraaaaa  In  Black  officer  accaaalona  for  tba  active  forcea 
have  bean  very  allgbt.  Black  anllatad  accaaalona  In  tba  aetlva  forcaa 
Incraaaed  froa  BT  71-74,  but  then  dacraaaad  In  FT  75,  Ovarall,  tha 
largaat  Incraaaca  In  anllatad  accaaalona  for  Blacka  have  baan  la  tba 
Amy  and  Marina  Corpa, 

Tba  Aimy  by  rf75  had  raachad  a laval  of  22Z  Black.  Tha  Itavy  reached 
8X  In  FT73  and  baa  not  changed.  Black  parcantagaa  In  tha  Salactad 
Baaarva  alao  have  Incraaaed,  but  tha  currant  7.BX  laval  for  all  tba 
Salactad  Baaarva  la  aubatantlally  below  tha  active  forcaa  laval.  Tha 
proportion  of  Black  offleara  alao  baa  Incraaaed,  but  Ilka  tha  Salactad 
Baaarva  anllatad  atatlatlea,  tha  parcantaga  of  Black  offleara  la  atlll 
far  below  tba  parcantaga  of  anllatad  Blacka  (3X  Offleara  va.  16X  Enllatad). 

Tba  dlatrlbutlon  of  Blacka  taong  apaclflc  Occupational  Croupe  baa 
alao  changad,  although  the  hlatorlcal  pattern  of  finding  nora  Black 
anllatad  nan  In  tha  c<»bat  ama.  In  aarvlca  and  aupply,  and  adalnlatra- 
tlva  blllata  baa  not  changad.  Slallarly,  the  pattern  of  nora  Black 
offleara  aarvlng  In  adalnlatratlva  and  aupply  blllata  haa  not  ctangad. 

Ferhapa  the  graateat  change  In  Blacka  within  the  Amed  Forcea  can 
be  found  within  ipeciflc  unite  whore,  becauae  of  Unit  of  Choice  and 
Station  of  Choice  prograna  and  other  factors,  there  are  occasionally 


yfis 


4S 


«U*  varlatldM  (rOB  tha  Sarviea-wlii*  son*. 

Ceneluatoai  Vhtla  box*  Black*  eurraaCl;  ax*  aacvlnt  la  tba  aetlva 
tad  laaaxv*  faxcas  than  th*  pxa-AVT  yaaxa,  chs  paxcaatage  aaxlaa 
katvaaB  Sacvtcaa,  ehatx  Kaaaxva  aad  national  Cuaxd  eoBpoaanta  and 
batman  Oceupatlcnal  Axaaa.  Uhan  coBpaxad  to  DOD  total*,  Black 
actlaa  toxcaa  anllatad  paxaoenal  eontlaua  to  b*  found  la  txaatar 
paccaatagaa  la  aaxvlc*  aad  aupply,  coabat  axaa,  aad  adaialatxatlv* 
billot*.  Huabax*  of  Blacka  bam  Incxaaaad  is  tb*  Baaarm  foxcaa, 
but  paxcantagas  axa  aueh  lomx  than  tb*  actlm  foxcaa.  Tb*  par- 
cantaga  of  Black  offlcaxa  eontlaua*  to  xaaaln  fax  balow  th*  paxeantaga 
of  Black  anllatad. 

3,  Baa  tba  AVF  xaexultad  Incxaaaad  nuabara  of  uoaenT 

Tb*  nu^ax  of  voaan  la  th*  ailitaxy  Saxvlcaa  baa  Incxaaaad 
dxaaatically  Is  xalatlon  to  It*  alx*  In  the  aid-1960'a.  Bouamx, 
la  xalatlon  to  total  DOD  atxangth,  maan  coapxlaa  and  ax*  progxamad 
to  eoapxla*  a aaall  paxeantaga  (6.2X  In  FT  78).  The  opening 
of  Boat  oon-coid)at  caxaax  flalda  to  voaan  ha*  pxoaeted  a box* 
aqultabl*  dlatxlbutlon  aaong  th*  vaxlou*  apeclaltlea;  hovavax,  tvo- 
thlxda  of  allltaxy  voaan  still  vork  In  th*  txadltional  aadlcal  and 
sdalnlatratlv*  axaaa  vlth  no  significant  eoneantxatlon*  Is  any  of  tha 
aachanlcal  or  alectxonlc  career  flalda.  The  Incxaasing  nuabara  of 

nacassltatad  tha  opening  of  additional  allltaxy  tnstallatlona  to 


\ 


% 


t 


th«  •a«l|m«iit  of  woMn  to  pr*v«nt  vory  larjto  conc«ntratlon«  of  thou 
on  a faw  Inatallatlona. 

Conclualoo:  Uhila  tha  AVT  haa  racniltaO  lncraaaa4  ;:arcaatataa  of  womq» 

a eaillan  on  tba  ouabara  of  woaaa  antarlnt  tKa  araad  forcaa 
la  in  affact.  Tha  diatrihution  of  woain  in  tha  varloua  Sanrlcaa  and 
thalr  Guard  and  Raaarva  coaponanta  and  in  tha  occupational  araaa  varlaa 
graatly.  Bach  aarvica  haa  dlffarant  pollciaa  partalnlnf  to  tha  t^graphlc 
locatlona  to  vhlch  woaan  nay  ba  aaaignad  and  tha  occupational  araaa 
la  which  thay  aay  ba  utiliiad.  thaaa  pollciaa  alao  vary  aaoof  coaponaota 


Haa  tha  AVF  bacoaa  a poor  man*  a AravT 
Abaoluta  data  concaming  tha  aconoalc  atatua  of  accaaalona  are  not 
avallabla,  nor  ara  llkaly  to  ba  available  In  tha  naar  future*  Btowaver, 
each  of  aavaral  recant  aetanpta  to  quantify  thla  quaatlon  could  aupport 
tha  following  gaoaral  atatenanta: 

1.  Tha  ehlldran  of  '*poor'*  fanlllaa  have  never  entered  into  tha 
Armed  ?orcaa  in  great  numbcra  due  to  tha  raatrietlona  of 
mlnlaum  mantal,  educational  ax^  phyaleal  atandarda;  further^ 

It  would  appear  that  there  haa  bean  no  algnlf leant  Incraaae 
in  tha  proportiona  of  anliataaa  frow  "poor”  fawillaa  during 

the  AVF  ye ara. 

2.  The  children  of  "rich"  faBllles  alao  have  not  entered  into  tha 
Armed  Forces  in  great  a\iabers»  due  first  to  the  inequities 


I' 
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is  tl>«  draft  ayataa  and  today  to  tha  graatar  opportonltiaa  ta 
tba  ctvlliaB  aaetor.  Hhlla  tha  draft  pro^)tad  a farga  proportloo 

1 

of  "rich"  youth  to  aarva,  a aullar  proportion  fron  thla 

■; 

grsiqr  Mc«  •nllvtifig  during  t*'«  AVf  yMt** 

; a 

3,  tha  ehlldrao  of  "nlddla"  c’aaa  faalllaa  have  and  ara  providing 

tha  bulk  of  Amad  Porcaa  accaaalona. 

-'J 

i 

ConelunloBt  Thn  AV7  hnc  not  b«eoM  n noor  ann's  Aiava 

• > 

3.  Bow  baa  aaotrapblcal  coaooaltlon  of  tha  ATF  ehanaadt 

Aa  both  Hatlonal  Guard  and  laaarva  unit  naaborablp  ara  geographically 

eonatralnad  by  ragulatlona,  tha  asaalnatlon  of  gaographlcal  dlatrlbutlon 
pattama  la  llaltad  to  tha  Aetlva  torcaa. 

Frlor  to  tha  AVF,  tha  draft  waa  daalgnad  to  provide  .'eggraphieal 
dlatrlbutlon  of  accaaalona  for  tha  Aetlva  Forcaa.  With  the  end  of  the 
draft,  certain  changaa  began  to  occur  and  thaaa  were  aubject  to  aavaral 

1 

. 

aranlnatlona  Including  the  Air  Forca'a  "Foluntaer  koadnap",  apaelal 
atudy  afforta  by  OSD^  In  raiponaa  to  concern  fron  tha  Senate  Amad 

Sarvleea  Coenlttee,  aa  Mil  aa  aupplanentary  af^urta  by  Sand  and  tha 

;‘  .*  * 

MC  a,aff. 

■ ' 'm 

■ '■■  . ?■ 

Although  both  recent  and  United  In  acope,  the  atudy  afforta  to 

data  aupport  the  following  atatenenr«: 

iM 

1.  th«t  th«  pattern  of  aecetaions  during  the  AVF  peer*  generally 

' 9 

have  been  on  an  equitable  geographical  dlatrlbutlon  baala; 

-9 

2.  that  the  anall  varlancea  between  large  atatea,  anall  atatea. 

''V 

urban-rural  and  raglona  of  the  country  have  not  nor  arc  likaly  to  create 

1 
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Mjor  chan(4i  to  goortiophlcal  distribution; 

3.  that  sons  units  and  baaaa,  particularly  within  tha  Ar«y,  haws 
Incraaalnt  parcantagaa  of  aanbara  fron  naarby  araas. 

Conclusion!  Tha  Actlva  Porcaa,  with  tha  axcsptlon  of  cartaln  units, 
hava  aaparlancad  llttla  changa  In  gaographlcal  distribution.  Concsmlag 
tha  lasarva  and  lUtlonal  Guard,  gaographlcal  distribution  la  not  an  Isaua. 

6.  Baa  tha  changa  In  aducatlonal  lavala  and  nantal  groups  within 
AVT  Inpactad  on  tha  ability  of  tha  Amad  Porcaa  to  carry  out 
Its  nlaalon? 

An  Indicator  of  aducatlonal  leval/nantal  group  changa  as  thay 
lapact  on  alaslon  capability  la  tha  survay  of  unit  coanandara.  In  ra- 
apooaa  to  the  question  on  education  level,  20Z  of  tha  coManders  perceived 


no  eho^a.  Of  th«  roclndcr  <123  unlti),  91X  itatad  that  tha  ehanga  Is 
adueatlM  Isvsl  ha4  althar  a poaltiva  affset  or  no  lapaet  upon  tha 
nnlt'a  ahtlitp  to  carry  out  Its  nitsion.  In  rasponsa  to  tha  quaatlon  on 
■astal  groups,  a slatlar  pattsm  aaargad.  342  of  tha  connindara  psreaivad 
no  ehanga  tn  tha  proportion  by  nantal  group  of  naa  aceassloos.  Of  eha 
rautndsr  <102  units),  882  atatad  that  tha  ehanga  had  althar  a poaltiva 
affaet  or  no  inpaet  on  tha  unit's  nlaslon  capability.  As  with  any  of 
thaaa  Judgaants  on  ability  to  carry  out  aiaaion,  a final  avaluatlon  on 
eapsbilitiaa  will  only  ba  posalbla  aftsr  a unit  la  actually  eoaulttad 
to  eoabat. 

Hhila  not  dlractly  ralstad  to  aiaaion  capability,  tha  Intangibles 
of  "unit  parsonnal  health"  indirectly  lapact  on  the  ability  of  units  to 
carry  out  thalr  alaaiona.  In  this  regard,  there  have  been  positive 
achlaveaenta  during  tha  AVT  years.  In  general,  AVfOL  and  Courts  Martial 
rates  are  down,  and  while  Reaedial  Reading  and  other  such  "bootstrap" 
prograsis  are  still  in  existence,  their  student  bodies  have  been  reduced, 
further,  and  directly  related  to  aducational/Hental  Group  achleveBents, 
various  research  studies  have  related  years  of  education  and  Mental 
Croup  ranking  to  such  factors  as  rates  of  unsuitability  discharges, 
achleveaent  rates  for  technical  specialists,  as  well  as  overall  per- 
fomance  in  training.  As  reported  by  OSD  to  the  Senate  Amed  Services 
CosBlttcc,  there  has  been  a direct  relationship  in  each  of  these  areas 
between  higher  education  test  scores  and  lower  attritlon/dlscharga 
races. 

While  higher  education  levels  and  GCT  scores  generally  predict  high 
training  narks  snd  perfomance,  there  are  aone  exceptions.  For  exanple. 


/ 


th«  Ar«y*t  Trilnlng  and  Doctrlna  Coound  (TRAIXX:)  racantly  concluded  an 

evaluation  of  "aelf-paclng”  coureee  for  tank  crew  Mwberc.  which  Indicated 

that  the  beat  educated  and  ■oat  intelligent  atudenta  were  the  worat  gunnera. 

According  to  TKADOC,  the  beat  gtmnera  appeared  to  be  thoae  vhoae  CCT  acorea 

1/ 

are  In  the  loweat  50t. 

At  the  ease  tlae,  aoat  of  the  other  reaearch  In  thla  area  haa  been 
unaucceaaful  In  equating  the  aucceaaful  paaalng  of  written  exaaa  to  future 
military  performance.  Hoat  of  the  valid  conclualona  have  Indicated  that 
aucceaaful  paaalng  of  written  exama  of  the  typea  now  adalnlatercd  Indlcatea 
future  aucceaa  In  other  areaa  of  acadealce  and  very  little  correlation  to 
job  perfornance. 

Alao,  while  the  educational/Mental  Croup  level  of  Guard-Reaerve 
acceaalona  haa  gone  down,  the  impact  to  date  appeara  to  be  alnlBal  due  both 
to  the  relatively  amatl  nuabera  of  non-prlor  aervlce  acceaalona  Involved  and 
the  probably  over^quallflcation  of  draft<*era  acceaalona. 

Conclua.lon;  There  haa  been  no  apparent  negative  Impact  on  the  ability  of 
the  Arsed  Porcee  to  carry  out  their  alaalon  aa  a reault  of  the  overall 
changea  in  the  educatlonal/Hental  Group  levela  of  accesslona.  Further, 
the  Intanglblea  of  unit  peraonnel  health  aces  to  be  Isprovlng,  with  a 
probable  impact  on  unit  rcadlneaa. 


1/  Briefing  by  MCEN  Gorman,  Deputy  Chief  of  Staff  for  Training,  TRADOC, 
to  Defense  Hanpover  Commission,  21  July  1975. 
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1,  H»>  th«  Incrwt  In  >l«cta  Ig  th«  AVF  l»p«cted  on  tht  ability  of 

th»  Ara«d  Forces  to  carry  out  lt«  Bl»«lon? 

On*  Itfdlcator  currently  eveilablc  to  the  DHC  etaff  to  answer 
this  question  la  tha  survey  of  sllltary  cooaanders  auaaarised  in 
Section  V and  Appendix  A.  Of  the  ISA  eoauoders  Interviewed,  AAX  said 
that  they  perceived  no  increase  In  the  nuaber  of  Blacks  In  their  unit. 

Of  tha  reealnder  who  did  perctiva  an  increase  (87  units),  93Z  stated 
that  tha  Increase  either  li^roved  or  had  no  lapact  upon  their  unit 'a 
ahlllty  to  carry  cut  Its  alsaion.  This  would  clearly  indleata  that 
to  data  an  Incraaaad  nuabcr  of  Blacks  has  not  degraded  ability  to  units 
to  parfota  their  alsaion.  Bowaver,  as  with  any  change  (l.e.  people, 
tlas,  training,  etc.)  a true  avaluatlon  can  only  ba  arrived  at  after 
a unit  la  eoaaleted  to  actual  coabat. 

Although  DOD-aponsored  research  dsaonstrates  that  race  (whether  it 
he  white.  Black,  othar)  is  not  a factor  In  Individual  perfomanea,  tha 
lapact  of  Increased  Black  representation  In  the  Ataed  Forces  has  been 
tha  subject  of  recent  public  discussion.  Ublla  this  discussion  Is  likely 
to  eor.tinue.  It  Is  significant  to  nota  that  tha  CMC  staff  observed  a higher 
degree  of  Interest  In  this  subject  In  the  acadaalc,  political  and  higher 
allltary  levels  than  at  tha  level  of  the  operating  allltary  unit, 

Conclusloni  There  is  no  apparent  lapact  on  the  ability  of  coabat  units 
of  the  Araed  Forces  to  carry  out  their  sessions  because  of  changes  during 
the  AVF  years  in  percentages  of  Blacks. 


E 


8,  tht  Incrcaigd  nuab*ri  of  vogi^n  In  th»  AVF  lapacted  or  th«  ability 


of  tha  Armed  Forcti  to  carry  out  If  alailont 

Th«  underlying  concern  in  eny  dlecueelon  of  allltery  vonen  le  the 
fear  that  coo  many  women  will  leaeen  combat  effectlveneaa.  Tha  Sarvlcca  have 
axpended  great  amounta  of  time  and  effort  to  datanDlne  and  justify  the  maxi* 
mum  percentage  of  women  they  can  utilize  without  negatively  Impacting  on 
combat  ef fectlveneee.  Howevert  tha  more  bf.alc  analyala  of  what  constitutes 
combat  InvolvcsMnt  and  combat  effectiveness  has  yet  to  be  addressed,  i^ran 
according  to  tha  liberal  definition  of  combat  forces  used  by  the  Department 
of  Defense  In  their  Manpower  Requirements  Report  for  FY  1976 > over  half  of 
the  total  active  duty  strength  is  defined  as  support  forces.  It  would  chan 
appear  chat  the  current  4.62  and  the  FY76  projection  of  6.22  women  in  DoD 
is  very  conserve  Ive  and  should  have  little.  If  any,  Impact  on  combat 
effectiveness. 

This  observation  is  supported  by  the  responses  of  the  cooaanders 
surveyed.  Of  chose  who  had  women  assigned,  over  6S2  said  they  had  no  Im* 
pact,  or  n poslclvj  one,  on  Che  unit's  effectiveness.  However,  of  those 
cotsmandirs  who  had  no  women  assigned,  many  indicated  a fear  that  they 
"might*'  hamper  Its  effectiveness. 

Conclus 'on:  While  Che  limited  numbers  of  women  now  In  thJ  AVF  have  no 

apparent  negative  Impact  on  combat  effectiveness,  their  lack  of  acceptance 
by  numerous  Service  members  does  hamper  more  efficient  utilization  and 
demonstrates  the  need  for  a program  to  enhance  the  techniques  of  manage- 
ment and  utilization  of  military  women. 


Tjaflih 


9.  Have  cIm  chanses  in  tha  economic  status  of  sccsssions  durina  ths 


acted  on  ths  ability  of  the  Arsed  Forces  to  car 


out  its  sisaloB? 

this  ^MStioii  vss  Qot  Included  in  the  survey  of  coasanders. 

Since  the  inforsation  on  faaily  incoae  is  not  recorded  in  an  enlistee's 
record,  it  was  ualikely  that  cn—snders  tfould  be  fsBlllar  with  econoalc 


status.  Additionally,  in 


cases,  uhefi  Indlvlduali  .^ilist  they  be- 


cone  an  independent  aesher  of  the  siandard  and  separate  incoae  schedule 
of  the  Armed  Forces, 

Vith  respect  to  the  status  of  the  poor  in  the  military,  the  con- 
cern is  jot  over  the  econoaic  statue  of  the  new  ezreaslon,  but  rather 
the  ecotioaic  level  of  hie  ita.  The  eaeuaption  nere  la  that  new 
acceaslona  coalng  froa  faalliea  at  certain  higher  econoaic  levels  will 
aanifest  specific  favorable  charsi  .erlatica,  while  Individuals  coalng 
froa  familiss  at  the  lower  end  of  the  aocio-cconoaic  scale  aay  manifest 
unfavorable  characteristics  with  respect  to  ailitsry  auitabilit/  end 
adaption. 

It  should  be  noted  that  during  the  course  of  DHC  staff  field 
tripe,  it  wee  discovered  that  e perceived  prejudgaent  was  being  made 
for  individuals  %dio  were  thought  to  coae  froa  faalliea  at  the  lower 
end  of  the  soclo-econoaic  ecale.  Many  of  the  officers  and  senior  NCO*s 
(particularly  at  the  Basic  Training  Centers)  felt  that  accessions  coalng 
froa  poor  faalllcs  were  underachievers,  problem-oriented,  not  good  leader- 
ship msterial,  and  would  fail  at  a higher  rate  than  individuals  who  cme 

froa  faaillea  sbove  the  poverty  level.  Most  had  no  specific  dste,  but 
"Just  knew  Jt”. 


- -i 


; 


While  varloui  studlct  heve  related  educational  levela  and  Mental 
Group  scoree  to  training  attrition  racee,  and  while  It  Is  reasonable 
to  assuae  that  a larger  proportion  of  less-educated  applicants  wl'l 
be  found  In  fasdllea  frea  the  lower  economic  level*  no  research  was 
uncovered  that  directly  relates  economic  status  of  parents  to  successful 
performance  In  the  Armed  Forces*  or  to  the  ability  of  units  with  men 
and  women  from  lower  economic  family  ba^-kgrounds  to  more  or  less  effec- 
tively carry  out  their  mission. 

Conclusion:  As  there  has  been  no  significant  change  in  the  economic 

status  of  accessions  during  the  AVF  years*  the  question  Is  moot.  How- 
ever* had  there  been  a significant  change*  there  Is  little  data  avail- 
able that  could  be  used  to  relate  family  economic  background  to  individual 
or  unit  performance  readiness. 

10.  Have  the  changes  In  the  geographical  distribution  of  the  AVF 

impacted  on  the  ability  of  the  Armed  Forces  to  carry  out  Its  mission? 

The  Reserve  and  Guard  have  experienced  no  noticeable  change  In 
geographic  distribution*  since  enlistees  come  from  communities  In 
close  proximity  to  Che  unit.  Of  the  113  Regular  unit  cooBanoers  Inter- 
viewed during  Che  CMC  survey*  88X  perceived  no  shift  in  geographical 
dlscrlbuc Ion*  or  in  chose  cases  where  a shift  was  perceived  (mainly 
due  to  unit-of-cholce  guarantees)  there  was  no  impact  on  mission  capability. 

In  non-survey  DHC  staff  vlalta  to  units  with  high  proportions  of 
men  and  women  from  nesrby  sreas*  several  pluses  and  minuses  were  cited. 

Among  these  were  the  impact  of  larger  proportions  of  personnel  likely  to 
be  off  post  on  evenings  and  weekends  and  hard  to  group  in  an  emergency 
versus  fewer  personal  or  family  problems  due  to  close  proximity  of  home. 

The  Impact  of  disproportionately  high  casualties  from  tne  area  In  ques- 
tion also  was  discussed*  although  this  point  generally  was  discounted  In 
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DATA  SOURCES 

Data  oa  actlva  forcaa  acctaalona»  aducatlon  and  HantaX  Group  lavala 
for  rf70-74  fro*  DOD  Spaclal  Studiaa  Mo.  A02,  P02,  M02  and  M02  of  9/4/75; 
data  on  FY64  and  FY7S  armad  forcaa  accataiona,  aducational  and  Kantal 
Group  lavala  froa  0AS0(H4RA).  Oua  to  DOD  racordkaaplng  arrora,  aoaa 
diacrapanclaa  axiac  bacvaan  thaaa  cacagoriaa,  particularly  for  FTTO^FY/S. 
Data  on  high  achool  graduatlona.  firat-tiaa  aala  collagt  anrollmanta 
and  18-yaar  old  aala  population  froa  Projactlona  of  Educational  Statiatlca 
to  1963-84.  (HKW,  National  Cantar  for  Educational  Statiatlca,  1975), 
pp.  43,  44,  154,  159.  Eatlaataa  on  GED'a  froa  Dr.  Vaoca  Grant,  National 
Cantar  for  Educational  Statiatlca. 

Data  on  Raaarva  Forcaa  accaaalona,  aducational  and  Hantal  Group 
lavala  for  FY70-75  froa  Briaflng  Cha^ta  prepared  by  Office,  Deputy 
Aaalatant  Secretary  of  Defenae  (Reserve  Affalra)  30  June  1975. 

Data  on  active  forces  educational  levels  froa  Selected  Manpover 
Statiatlca,  OASD(Coiitptroller)  May  1975. 

Other  Data  Sources 

The  Negro  in  the  Armed  Forces;  A Statistical  Fact  Book.  OASO  (Equal 
Opportunity),  Septeaber  1971;  auppleaented  by  Blacks  In  the  Araed  Forces, 
a 1973  and  1974  up-date,  and  data  furnished  by  MARDAC. 

Secretary  of  Defenae  Jaae'  R.  Schlealnger,  Annual  Defense  Departaent  Report, 
FT75,  p.  184. 

"Effects  of  Aptitude,  Job  Experience  and  Literacy  on  Job  Perforaance, 

SuBBiary  of  HumRRO  Work  Units  Utility  and  Realistic,  HumRRO,  February  1971, 
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Dcpartaeot  ot  Osfesac,  Htapower  (Xullty  ltegutreB«nt« . Scpsrt 

to  tb*  Sosato  Ataod  Sorylcu  CoailttM,  u roqulr*4  by  Report  Ko.  93-3SS, 
Josuary  1974. 

Norrio  Janovltx  and  Chariot  C.  Moikot,  Jr.,  *^cltl  Coapoaltloo  of  tha 
All  Tolantaar  Forcaa",  Soetatr.  May-Juna  1975,  pp.  37-42. 

l^iald  Dalluaa,  "Don't  Slaa  Dour  to  Military,"  TOCPS.  June  1975,  p.  $• 

Richard  L.  Coopar,  Rand  Corporation,  "Statanant  Bafore  tha  Dafanae 
Manpowar  Coaalaalon",  28  January  1975. 

"Appllcanta  for  Enliataant:  Raaulta  of  Exaninatlcna  for  Military  Servlca," 

Hu^IRO,  July  1975. 

Data  provided  by  TRADOC  for  DHC  briefing,  28  July  1975. 

Date  provided  by  Fort  Banning  and  197th  Infantry  Brigade  for  DMC  Briefing, 
30  June  1975. 

Data  provided  by  LGEH  Robert  Q.  Mlchola,  CG,  nfFLAMT,  USMC,  to  DMC, 

10  Septeaber  1975. 

Attrition  data  fron  DMC  Contract  Study,  "Enlisted  Turnover,”  prepared 
by  GE-Teapo,  Noveober  1975. 
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APFENDBC  A 

SOCIO-ECONOMIC  PgACT  SintVCT- 


I.  Backtrotmd  and  Approach. 

Implicit  In  Section  702(7)  of  PL  93-155  i»  the  perception  thet 
chengee  In  the  ■oclo<-econoalc  conpoeltlon  of  nllltery  enlliteee.  elnce 
the  enectnent  of  new  recruiting  pollclee  provided  for  In  PL  92-129, 
het  lapected  upon  the  eblXlty  of  the  Ar»ed  Forcet  to  fulfill  their 
■leelon. 

The  beilc  nllltery  nleelon  lovolvee  conbet.  There  Is  no  nty  to 
rcelietlcelly  elaulete  ectuel  coebet.  Also,  there  Is  no  wey  to  ectuelly 
detemine  e unit's  eblllty  to  perform  In  combet  short  of  coamlttlng  thet 
unit  to  bettle.  The  person  held  eccounteble  for  e unit's  reedlneea  end 
eblllty  to  perform  It's  mission  Is  the  cniinder.  He»  better  enyone» 
ehould  be  eble  to  essess  his  unit's  stetus  end  eblllty  to  fuimi  It's 
mission. 

teedlness  reports,  AWOL's,  courts  mertlel  retes,  Inspection  reports, 
etc.  might  be  Indlvlduel  Indlcetore  of  reedlneos.  Hovever,  even  when 
these  Indlcetore  ere  combined  In  so  effort  to  estlsete  e unit's  eblllty  to 
fulfill  It's  mission,  they  fell  to  recognise  such  mejor  determlnents  es 
l*odershlp,  esprit  dc  corps,  Indlvlduel  ettltude  end  motlvetlon  which  could 
dlctete  ectlon/reectlon  In  eny  given  sltuetlon. 

Beceuse  of  problems  In  striving  et  e full  renge  of  velld,  quentlfleble 
Indlcetore  for  reediness,  the  EMC  steff  wee  uneble  to  devise  sn  epproech 
which  would  eccuretely  meesure  known  dete  on  soclo'^econonlc  chenges  in  the 
Ar^  Forces  versus  Indlvlduel  unit  reedlness  end  the  eblllty  to  perform 
It's  mission.  As  the  next  best  elternetlve,  the  D«C  steff  chose  to  interview 
unit  commenders  to  geln  their  perceptions  on  how  chenges  in  the  soclo**economlc 
composition  of  their  units  Impected  upon  the  eblllty  to  perform  their  mission. 

Development  of  the  Survey  Instrument  end  Field  Testlne. 

The  orlginel  survey  instrument  wee  e questlonnelre  developed  by  the 
DHC  eteff.  It  wee  designed  to  geln  perceptions  of  the  Impect  of  socio* 
economic  chenges  on  unit  effectiveness.  The  Instriaent  was  "field  tested" 
et  the  following  instelletlons: 

Seymore  Johnson  APB,  KC  (Air  Force) 

Fort  Fanning,  GA  (Army) 

Cemp  Lejeune,  NC  (USMC) 

Norfolk,  VA  (Nevy) 


IT»e  field  test  was  to  deterr'ne  whether  the  questions  produced  the  desired 
information  on  socio-economic  change  vs.  mission  capability.  The  installa- 
tions for  testing  were  chosen  primarily  because  of  their  geographic,  proxi- 
mity, variety  of  units  stationed  there,  and  Service  representation. 


1/  Pages  62-64  and  page  68  of  this  Appendix  appear  in  the  main  section 
of  this  report. 
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A MBBMI7  of  zooulto,  aiul7*ii  and  eritlquo  war*  eoniluetod  foUenliqi 
tiM  (told  tMt.  To  lofiaa  tho  oppiotch  and  l^rova  eradibtittjr  of  tha 
UK  ataff  affort  Oplsloa  Saaaareh,  laeorporatad  (OKI)  of  Ftloeaton,  Raw 
JaxaaR  aas  eallad  upos  aa  a eooaultaat/partlelpant.  OU  aaalatad  Is  xaftstsK 
tha  liutnaast  asd  thap  aubaaquantlp  cendiictad  a mabar  of  tha  intarvlaaa. 


tacaraiaw  taaaa  aara  eoaprlaad  of  tao  aaabaca.  Ooa  aaabax  aould  aafc 
tha  foaatioaa  aod  guida  tha  dlaeuaaion  afalla  tha  aaeond  aaabar  aould  xacotd 
xa^osaaa  asd  hay  potota.  lataxrlaa/xacoxdiag  taaka  aaxa  altaxnatad  to 
xadyea  blaa.  Taaa  aaBbaxa  aaxa  aalactad  fxoa  aaong  2 black  aalaa,  tao 
caucaalaa  aalaa,  and  foux  eaueaalan  faaalaa.  Taaa  co^oaition  aaa  ehaagad 
acvaxal  tlaaa  In  anothax  affoxt  to  xadoca  biaa. 

in.  galaetlon  of  Onlta. 


Xllttaxy  inatallationa  aaxa  aalactad  to  pxorlda  a bxoad  gaogxaphtc 
eioaaactlon  althin  CORDS  fxoa  Eaat  to  Haat  Coaat.  Ruaaxoua  loeatlona  aaxa 
aalactad  to  pxovida  aecaaa  to  unlta  baaing  tha  folloalng  chaxactatiatlca: 

Battalion,  aquadxon,  ahlp  ox  laxgax 
Coabat  and  coabat  auppoit 
Ron-coabat  and  apaclal 
lagulax,  taxaxva  and  Cuaxd 
Taxloua  aanloxlty  aaong  eoBandaxa 

OSD  In  eooxdlnatlott  altb  tha  Saxvleea  pxovldcd  a aaxlat;  of  daalgnatad  unlta 
to  ba  alaltad  at  aaeh  Inatallatlon.  Inatallationa  alaltad  aaxa: 


Roxt  Laala,  HA 
Match  ARB,  CA 
Hoxtoo  ARB,  CA 
Nlxaaax  MAS,  CA 
San  Dlago,  CA 
Caap  Pandlaton,  CA 
Roxt  Rood,  TX 
Roxt  Hood,  TX 


Roxt  tlloT,  KS 
PhlladalphU,  RA 
Vniov  Gxoaa,  RA 
Dovax  ARB,  DE 
Indlantoun  Gap,  RA 
KcGulxa  ARB,  RJ 
Roxt  Dlz,  RJ 


Dua  to  tlaa  and  xaaouxca  llaltatlona  no  evaxaaaa  unlta  vaxa  vlaltad.  Aa  tha 
nazt  baat  altaxnatlva  flva  Juat-xatuxnad  enaaindaxa  fxoa  ovaxaeaa  baaed  unlta 
(3  Axap,  1 OSAR,  1 Bavy)  aaxa  Intaxrlaaad.  Tha  folloalng  tablea  pxovida 
bxaakdoana  of  unlta  by  Saxvlca,  xanka  of  coaBandaxa,  and  coaandax  cxpaxlance 
In  taxaa  of  tlaa  In  Saxvlca  tad  tlaa  la  coaaand  of  unit. 
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IKDIAR 

XBSEXRE 

CDABD 

AIR  FORCE 

3A 

10 

3 

A8MY 

A3 

0 

2 

MARINE  CORPS 

13 

7 

NAVY 

23 

19 

_ 

TOTAL 

113 

36 
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uxrt  or  co»t(AypERs  iiiTgtviEVg) 
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NAKISIS 

lun 

unm 

OTAID 

t^-7  t abov. 

1 

0 

0 

3 

1 

0 

0-6 

10 

2 

1 

10 

• 

2 

0-5 

11 

16 

6 

7 

20 

3 

0-4  t balov 

u 

5 

2 

1 

7 

0 

AVEXACE  TEAKS 

or  HnnAKT  exxexience 
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4 

AVERAGE  MOS.  19 

12 

14 

16 

13 

IT 

OVERALL  AVERAGE  TIME  IN  COMKAMD  • 15  MONTHS 


IV.  Survy  R«»ulf . 

T««u  lnc<rvl«ved  comAod«r«  individually.  Avtraga  inttrvltv  tlM 
•bout  30  minutco*  Prior  to  coaMOcoMOt  th«  intonriavor  d«»crlb#d  «h«t  th« 
Dcf«na«  Mmnpover  CotBtiaaion  it  and  rttd  th«  follovinf  txpltiiatios: 

Tou  art  bains  iotarvicwad  at  « part  of  tha  Dafanac  Maapovar 
Coaaiaaloo'a  affort  to  aaapla  tha  oplnlona  of  unit  coaaandara 
froa  all  tha  Sarvlcaa,  including  tha  Raaarva  Forcaa.  Va  art 
•ttcaptlag  to  datcraina  vhathar  coaaandar#  parcaiva  any  chaogaa 
in  tha  ability  of  thalr  units  to  perfora  their  alssion  as  a 
result  of  socio-economic  factors  (sex,  race,  education,  geographi- 
cal representation  and  mental  category). 

This  Interview  Is  wholly  confidential  and  ve  are  not  recording 
your  name  or  service  manber.  Your  opinions  will  be  tabulated  along 
with  those  of  hundreds  of  other  cosoanders  throughout  the  country. 

We  ask  that  you  be  as  honest  as  possible  in  your  responses. 
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Ttm  IsMrvtmar  tlm  aakad  ^uutloai  and  Motht  aapllfleatoa  of  ra^oiMM 
tAan  elazltjr  «u  In  doubt.  Tho  iocoBd  tom  aoBbot  rocordod  rodpoot**  and 
folnta  aado  bjr  cf  iniara  In  aapllftcatlos. 

tba  Ncua;  «aa  eonduetad  orar  a taTaral  «aak  parlod  during  tha  auaaar 
of  197S.  Vgos  ceaplatlon  of  tha  aurva;  laaponaaa  b;  coaBaodata  vara  anal;aad| 
oedad,  grougad  and  tabulatad.  Tha  follovlng  Indieataa  aaeh  of  tha  tan 
VHMtlona  aakad  and  auaaariiaa  tha  raaponaaa  of  all  154  eaaaandara  Intarriawad. 
following  thla  mamny  la  a aora  datallad  tabulatloo  of  raaponaaa  by  eoanandara 
In  aaeh  lagular  Sarvlca,  tha  laaarva  and  Guard. 


E 


SUMWABY  SURVEY  RESULTS 


Qu«ition  1:  WHAT  WOm.D  YOU  CONSIDER  TO  BE  THE  MOST  IMPORTANT  CHANCES 

THAT  HAVE  OCCURRED  IN  THE  ASKED  FORCES  IN  THE  UST  FIVE  TEARS? 

A.  Cluins*!  ralatcd  to  tho  AVF  (o.g.,  Attitude*,  ■otlvatlon*,  and 
daalrat  of  anllitaa*;  daaaphaal*  of  patrlotlra  and  aarvlca 
to  country;  cophaal*  on  racrultnant  end  retention  goal*;  Incraaaa 


In  woaan  and  alnorltlaa,  etc.)  27! 

B.  Chang**  ralatad  to  and  of  Viatnaa  Involveaant  Xfi 

C.  b^)ba*l*  on  huaan  relation*  (Incraaaed  Individual  awaran***, 

raducad  racial  tanalon,  concapta  of  aupervlalon,  ate.)  IX 

D.  Higher  vuallty  of  accaaalona  li 

E.  Tawar  raaourca*  X 

F.  Lowar  quality  of  accaaalona  X 

0.  Other  change*  (a.g.,  total  fore*  concept,  Incraaaed  direction 
by  auperlora,  value*  of  aoclaty  and  drug*  inpactlng  on 
allitary,  ate.)  ITi 


Queatlon  2:  WITH  THE  ADVENT  OF  THE  ALL  VOLUNTEER  FORCE,  WHAT  MAJOR 

CHANCES  HAVE  OCCURRED  IN  YOUR  UHIT? 

A.  No  algnlflcant  change  34! 

Incraaaed  quality (vhere  quality  va*  defined  a*  Intelllgenca, 
attitude  and  notlvatlon)  22! 

B.  Dacraaaad  quality  IT 

C.  Incraaaed  nunber  of  voaen  B! 

D.  Incraaaed  nuabar  of  Blnorltla*  2! 

E.  Other  change*  (e.g.,  "people"  ralated  prograna,  Individual 

education,  etc.)  21! 

Queatlon  3:  WHAT  FACTOR  MOST  ENHANCES  TOUR  UNIT'S  EFFECTIVENESS? 

A.  Maanlngful  operation*  and  veil  trained  peraonnel  44! 

B.  Dedicated  officer*  and  NCO'a  (leadership)  25 


I 
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C.  MsMla,  Mottvattsa  ami  attltuda  of  troopa 

D.  fuffleiOBt  aaearlal  raaoureas 

B.  Ottiar 

(i'laatiOB  6s  HBAT  rjSCTOS  HOST  HMODtS  TOOK  QUIT’S  BmCTZVEKBSST 

A.  I«ek  of  tTalslnti  ascparlanca  and  paroonsMl.  tumovar/ 
i^tabllitjr 


a. 

0. 

D. 

a. 

F. 


nortaga  of  aatarlal  rasoureaa 

OaBanda  of  atelislotratlva  dataila 

Attltuda,  aoralc,  dtsiga  and  othat  taaatal  pcobltaa 
of  aoclatp 

Faraonnal  ahortagaa 

Othar  (a. a.,  adueatlois  prograaa,  laeraaaa  la  off-baaa 
Ilvlot  bp  troopa,  ate.) 


131 

6Z 

m 

32Z 

m 

ux 

M 

6Z 

20Z 


Queatlon  S:  HOH  HAS  THE  IMCUISION  OF  FEMAU  FERSONNEt  AFFECTED  THE 
ABUm  OF  TOOK  QRIT  TO  CARET  OOT  tXS  MISSIORT 

A.  Mo  ehanga  la  abllltp  2PZ 

Bi  Foaltlua  IK 

C.  Katatlvo  K 

D.  Hot  applleablt;  no  voaen  aatlfnad  6SZ 

Question  6:  HCH  HAS  THE  INCREASE  OF  BLACKS  AMD  SFANISH-SFEAKIMG 

AMERICANS  AFFECTED  THE  ABILITT  OF  TODB  OMIT  TO  CARET  OOT  nS  KISSKHI? 


A.  Ho  change 

B.  PoatlFe 

C.  Xegatlva 

D.  Bet  appllcablas  no  netleaabla  laeraaaa 


30Z 

3X 

K 

46Z 


\ 


X 


Question  7:  HOW  HAS  tHE  CHAHCE  IK  EDUCATIONAL  L£'/EL  \MONC  SERVICE- 

m AmCTZD  THK  AintTY  Of  TOUR  UNIT  TO  CAUIT  OUT  HS  MTSSION? 


A. 

He  chant* 

32X 

B. 

Poetlvn 

40X 

C. 

Hatatlve 

71 

D. 

Hot  eppllcabln;  no  pcrcelvnd  chnngn 

201 

Question  8:  HOW  HAS  THE  CHANCE  IN  GEOGRAPHICAL  REPRESENTATION  AMONG 

tnVlCEKEM  AFFECTED  THE  ABILITY  OF  YOUR  UNO  TO  CARRY  OUT  ITS  MISSIOtl? 


A. 

Be  ehnni* 

301 

B. 

Foiltlv* 

41 

C. 

Hegatlv* 

51 

D. 

Hot  appllcabla;  no  parcalvad  changa 

611 

Question  9:  HOW  HAS  THE  CHANCE  IN  MENTAL  CATEGORY  AMONG  SERVICE- 

KIM  AFFECTED  THE  ABILITY  OF  TOUR  UNIT  TO  CARRY  OUT  ITS  MISSION? 


Ae 

Ho  ebanga 

291 

B. 

Poatlva 

291 

C. 

Hagatlva 

81 

D. 

Rot  appllcabla;  no  parcalvad  changa 

341 

Question  10:  IF  YOU  COULD.  WHAT  MAJOR  CHANGES  WOULD  YOU  MAKE  IN  THE 

CURRENT  PERSONNEL  POLICIES  OF  YOUR  SERVICE? 

A.  Responses  to  this  oucstion  were  generslly  broed  and  varied. 

Only  6Z  of  ell  respondents  indicated  there  were  no  changes 
that  they  desired  to  make.  Of  the  various  responses. 

the  folloving  vers  t\i%  most  frequently  identified: 

B.  XaproTS  recruiter  practices  and  racruidL%)t  pollclsa  9E 

C.  Increase  enllstoent  standards  to  require  higher  sclu>oI 

graduation  by  all  enlistees.  61 

D.  Improve  stability  by  reducing  personnel  turnover  6Z 
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'MMiunoH  or  uspoHSES  rr  xecoui  suvice,  eeseeve,  a>d  cdau^^ 

Qucstlsn  1:  WIAT  »0UU)  YOU  CONSIDEE  TO  BE  THE  MOST  INFOETAHT  CRAMCES  THAT 
HAVE  OCCOBRED  IH  THE  ASKED  FORCES  IN  THE  LAST  FIVE  YEARS? 


nSAF 

ARMY 

USMC 

NAVY 

RESERVE 

GUARD 

TOTAL 

A. 

2«E 

A2X 

13X 

22X 

XAX 

SOX 

27X 

B. 

BE 

33X 

BX 

AX 

XXX 

OX 

XSX 

C. 

2SX 

2X 

BX 

3BX 

BX 

OX 

XSX 

0, 

OX 

IX 

31X 

BX 

OX 

OX 

«x 

1, 

BX 

OX 

82 

AX 

XAX 

OX 

sx 

F. 

3X 

2X 

8X 

OX 

OX 

6X 

3X 

C. 

26X 

la 

23X 

22X 

A7X 

AOX 

27X 

QuMtlon  2: 

WITH  THE  ADVENT  OF  THE  ALL  VOLUNTEER  FORCE, 

WHAT  MAJOR 

HAVE  OCCURRED  IH  TOUR  UNIT? 

USAF 

ARMY 

D3MC 

WAVY 

USERVE 

GUARD 

TOTAL 

A. 

AAX 

16X 

38X 

39X 

AAX 

20X 

3AX 

B. 

21X 

16X 

23X 

39X 

XAX 

SOX 

2a 

C. 

9X 

19X 

X5X 

BX 

XXX 

20X 

X3X 

D. 

BX 

IBX 

OX 

OX 

3X 

OX 

BX 

E, 

OX 

7X 

OX 

OX 

OX 

OX 

2X 

F, 

ISX 

23X 

23X 

I3X 

28X 

OX 

2XX 

QuAntlOB  3: 

URAT  FACTOR  MOST 

ENHANCES 

YOUR  UNIT'S  EFFECTIVENESS? 

USAF 

ARMY 

USMC 

NAVY 

RESERVE 

GUARD 

TOTAL 

A. 

AAX 

A2X 

15X 

30X 

SAX 

AOX 

AAX 

B. 

18X 

AAX 

38X 

261 

3X 

AOX 

XSX 

C. 

26X 

2X 

8X 

X7X 

XXX 

20X 

X3X 

D, 

3X 

OX 

8X 

X3X 

XAX 

OX 

SX 

E. 

BX 

12X 

31X 

X3X 

8X 

OX 

xa 

y SMponse*  coded  by  letter  end  correepond  to  reeponee  deecribed  in 
previoue  auflaery. 
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Qu«»tlon  *:  tflUT  FACTO*  MOST  HAKPEAS  YOtll  UHIT'S  ETFEC:  7EJESS? 


USAF 

ARMY 

USMC 

NAVY 

RESERVE 

GUARD 

TOTAL 

A. 

29X 

49X 

23X 

22X 

2SX 

20X 

32X 

B. 

ISX 

5X 

OX 

35X 

31X 

20X 

18X 

C. 

ISX 

26X 

15X 

OX 

6X 

BOX 

ISX 

D. 

ISX 

2X 

23X 

17X 

3X 

OX 

9X 

E. 

3X 

12X 

15X 

OX 

3X 

OX 

BX 

F. 

2AX 

7X 

23X 

26X 

31X 

OX 

20X 

Quaitlon  S:  UOU 

HAS  THE 

IHCLOSIOK  Of  fEMALE  PERSOHHEL 

AFFECTED 

THE  ABILITY 

Of  TOUR  tmiT  TO  GAMY  OOT 

ITS  MISSION? 

USAF 

ARMY 

USMC 

NAVY 

RESERVE 

GUARD 

TOTAL 

A. 

61X 

23X 

15X 

22X 

31X 

4 OX 

29X 

B. 

24X 

23X 

8X 

131 

14X 

20X 

18X 

C. 

18X 

9X 

ex 

4X 

OX 

2CX 

UX 

D. 

18X 

44X 

77X 

BIX 

S6X 

20X 

ASX 

Question 

6:  HOW 

HAS  THE 

INCREASE 

OF  BLACKS 

AND  SPANISH 

-SPEAKING 

AMERICANS 

AffBCTED 

THE  ABILITY  Of  YOUR  UNIT 

TO  CARRY 

OUT  ITS  MISSION? 

USAF 

ARMY 

USMC 

NAVY 

RESERVE 

CpUARD 

TOTAL 

A. 

4«X 

53X 

77X 

S2X 

44X 

20X 

SOX 

0. 

OX 

2X 

8X 

■OX 

31 

20X 

3X 

C. 

3X 

9X 

OX 

OX 

3X 

OX 

4X 

0. 

S3X 

3SX 

15X 

ASX 

SOX 

BOX 

44X 

Qu«»tloo  7:  HOH  HAS  T;«  CHANGE  IH  ECUCATIONAL  LEVEL  AMONG  SERVICEMEN 

AFFECTED  THE  ABILITY  OF  YOUR  UNIT  TO  CARRY  OUT  ITS  MISSION? 


USAF 

ARMY 

USMC 

NAVY 

RESERVE 

GUARD 

TOTAL 

A. 

18X 

37X 

SAX 

17X 

42X 

AOX 

321 

B. 

S3X 

44X 

ISX 

S7X 

191 

BOX 

70X 

C. 

3X 

7X 

23X 

01 

IIX 

OX 

7X 

D. 

2BX 

12X 

8X 

2BX 

28X 

OX 

20X 

QuMtlon  0!  HO«  HAS  THE  CHANCE  IN  GEOGRAPHICAL  REPRESENTATION  AMONG 
SERVICEMEN  AFFECTED  THE  ABILITY  OF  YOUR  UNIT  TO  CARRY  OUT  ITS  MISSION? 


USAF 

ARMY 

USMC 

NAVY 

RESERVE 

GUARD 

TOTAL 

A. 

32X 

47X 

771 

221 

OZ 

OZ 

301 

B. 

31 

9Z 

oz 

41 

01 

OZ 

4Z 

C. 

12X 

7Z 

8Z 

OZ 

OZ 

OZ 

5Z 

V. 

53X 

37Z 

15Z 

74Z 

lOOZ 

lOOZ 

61Z 

£ 
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qiMatleii  9l  t»U  HAS  na  CHANGE  HI  MEKTAL  CATEGORY  AMOK  SEKYICIKEH 

tnwtm  THE  ABttm  or  tour  uhit  to  carry  otrt  its  kissioth 


1 

USA? 

ARMY 

USMC 

WAVY 

RESERVE 

GUARD 

■mu. 

i 

A. 

MX 

28X 

23X 

13X 

33X 

40X 

24X 

1 

B. 

2AX 

3SX 

23X 

A3X 

17X 

BOX 

29X 

j 

C, 

OX 

BY 

23X 

OX 

14X 

OX 

BX 

! 

1 

D. 

MX 

2BX 

31X 

43X 

36X 

OX 

34X 

1 

j 

Qsaatloa  10: 

1?  YOU  COULD 

VHAT  MAJOR  CHAMC 

ES  WOULD 

TOD  HAU 

IH  THE 

1 

C^EWt 

PEItSOmiKL  POLICIES  OP  TOOK  SEXVICEli^ 

i 

USAT 

ARMY 

uaic 

MAVY 

RESERVE 

GUARD 

TOTAL 

} 

A. 

21X 

2X 

31X 

OX 

«X 

OX 

»X 

I 

B. 

6X 

OX 

31X 

9X 

6X 

OX 

BX 

i 

C. 

OX 

sx 

OX 

2tX 

3X 

OX 

BX 

non 

3X 

7X 

BX 

4X 

BX 

20X 

BX 

\ , 


! 


I 

J 


I 


y Ra«pon«*i  to  thla  quaatton  v*r*  laiMrally  bre«4  and  varlad,  Tna 
raaponaaa  Itatad  la  tha  tabulatleo  vaiathoaa  aoat  fraquoatlT  Idantlflad, 
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».  LIMlTATIOWi  Of  THE  SUKVIT 

Th*  sumT  of  ualt  coaundori  lo  ordor  to  iota  tkolr  yreoptlo—  of 
•eete-ocoBoalc  chongoo  and  tha  ralatad  lapaet  upon  aklllty  of  a ualt  to 
gait^oni  Ita  alaaloo  addraaaad  baalc  coecarna  aapraaaad  la  Sactlon  702(7) 
of  Hi  91-Hl.  Howavar,  any  conclualona  ahould  bo  taapacad  by  eartala 
llBltatlona  Inharant  in  tha  aurvay. 

IWo-paraoa  Intarvlaw  taaaa  uora  altarnatlaaly  caafooad  of  id4lta  aad 
black  aalaa  and  faaaiaa.  Taaa  coapoaltloo  alght  hava  Uklbltad  raaponaaa; 
howavar,  taaa  eoapoaltlon  uaa  altarad  In  an  affort  Co  laaaan/ceapara  In- 
hibit Iona.  kaaponaaa  racalvad  by  all-uhlta  or  all-aala  toaaa  uara 
aoaaatlally  eonalatant  with  raaponaaa  racalaad  by  all-black  aad  aalaf 
faaala  taaaa.  Aleo,  raaponaaa  racalvad  by  Opinion  laiaarrh,  Inc.  uara 
ooaalataat  wltk  raaponaaa  racalvnd  by  BK  auff  taaaa. 

la  aoaa  Inataacaa,  aftar  bolag  at  an  Inullatlaa  fw  a parlod  of  tlaM, 
aarvoy  taaaa  bagan  to  pick  up  a “party  llaa.“  Hhathar  kacaaao  ptauloaaly- 
latarvlauad  eoaundara  uora  coaaualcatlag  ulth  atUl-to-ba  latarvlawad 
eoMandara,  or  aoaa  othar  raaaon,  aavaral  paraoaa  uara  taclelpatlag 
guaatlona  aad  had  raady  anauara. 

Dua  to  raaourea  llalcatlona  ovaraaaa  ualta  uara  not  rlaltad,  Thla 
ovarlooka  a algnlflcant  parcancaga  of  aetlvo  nllltary  aalta  In  a foruard 
aavlronaant.  Aa  an  altatnatlva  to  ouaraaaa  traval,  ala  Juat-ratumad 
eonaandara  (four  Amy,  ana  Air  Porea,  oaa  Rayy)  uara  Intarulauad.  Thalr 
conaldaratloaa  aad  raaponaaa  appaarad  alallar  to  thaaa  oopraaaad  by  COWS 
aowoadara. 


Tha  aaapla  nf  unlta  aurvayad  did  aot  lacluda  Any  Saaarra  ualta. 

Aloe,  tha  total  aaapla  alia  uaa  ralatlvaly  aoall  daa  to  ttaa  and  raaourea 

llaltatlona. 

finally,  a coaaandar'a  parcaptlon  of  h,d  niit'a  ability  to  parfom 
Ita  nlaalon  raflaeti  aoaa  dagraa  of  uncartalnty.  Judipunita,  by  oocaaalty, 
auat  ba  baaad  upon  notarial  raadlnaai,  laadari’nl;,  norala  awl  parfomanca 
during  raadinaaa  Inapactlona  and  training  axarcliaa.  Iharo  la  no  uay  to 
truly  alaulata  actual  coabat,  attandlng  condltlona,  and  Individual  raactlona. 
At  bait,  tha  aurvay  raaponaaa  vara  parcalvod  aatlaatar.  Houavar,  la  tha 
abaonca  of  any  bottar  aoaaura,  and  alnca  tha  pariM  hold  accouatabla  for  a 
unlt'a  raadinaaa  and  ability  to  parfom  Ita  nlaatoc  la  tha  coaaandar,  tha 
DNC  ataff  Judgod  that  ha,  battar  than  onyuna,  ahould  ka  abla  to  oaaaaa  hla 
unlt'a  itatua  and  ability  to  fulfill  Ita  nlaaloa. 
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EXECUTTVE  SUMMARY 
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BACKCROUND: 


AXALTSISi 


rmiMCSi 


ALTIRKATt7E8{ 


Esttbllihcii  th«  18  ye«r-old  Ml*  pop«l*tlon  *•  th« 
focu*  of  the  enelysee.  The  conpoaltlon  of  the  popu*' 
letion  le  dlecueeed: 


• Continuing  etudente 

- Unenrolled  but  eaployed 

- Inetltutlonelleed  or  ln*Serrlce 


- The  evelleble  pool 

Identlfle*  the  Mjor  fectore  Influenelog  the  euppiT 
of  eppllcente  ever  the  next  ten  yeere: 

- Topuletion  ehlfte 

• School  enrol Inent  retee 


buployment  proapecte 

Eorcreye  three  aupply  acenerloe  for  197b>19S9  accor- 
ding to  i»oderet*»  eloir,  and  rapid  ecoooslc  grovth 
aaauaptlone. 

Corperee  DoD  projectlona  of  recruit  daMod  vlth 
alternate  aupply  projectlona. 

Active  force  recruiting  needa  can  be  aeatalned  with- 
out great  difficulty  if  Moderate  or  alow  econoalc 
growth  ia  reellaed. 

Rapid  econoolc  growth  pertenda  algntfleant  recruiting 
ahorCfalla  by  the  eld-1980*a. 

Varloue  action*  are  available  to  reapead  to  recruiting 
ahortfalle; 

- Change*  In  nental»  educational,  and  phyaical 
etandarda  for  enllatwent. 

- Frovleion  of  enllataent  bonuaee  for  apectflc 
jobe 
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- G«n«r«l  military  pay  Incraaaaa 
Karialott  of  job  aalaetioci  atan^aria 

- Xncraaaa  woman  aecaaaiona 

A aariaa  of  actlona  vlll  ba  affactiva  in  aaartlng  a 
major  racrulting  shortfall  for  eha  actlva  ferea  without 
raaortlng  to  a significant  pay  Increaaa.  In  tarms 
of  coat-affactlvanasa,  tha  aaquaoca  of  actions 
should  ba: 

- Kawlsa  job  salactlon  standards 

- locraaaa  woma.  accassiona 

- towat  physical  standards 

- Provlda  bonusas  for  salactad  jobit 

- Ealsa  military  pay 

SENSITIVITT}  Maeussas  how  tha  projactions  ara  affactsd  by 

altamats  assumptiena  about  tha  futura. 

RESCRVE  ftECmiIT119Gt  Finds  cliat  Fesanra  racrulting  naads  may  ba  sustain* 

abla  If  modarata  or  slow  economic  growth  la  raallaed. 

Rapid  aconomic  growth  will  likely  result  In  major 
recruiting  shortfalla  unless  major  policy  changes 
ara  eff acted. 

- Caographle  rtdlstributlon  of  tha  Reserve 
forces 

- Restructure  of  the  Reserve  compensation: system 
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I.  lOTRWWCTWW 

The  proepecte  for  euetalnlng  DoD  ennual  rcqulrcaente  tor  new 
enlleted  unpower  frow  1976  throuph  19S5  will  be  effeeted  bp  ^he  dominant 
deaegraphlc,  cconoalc,  and  aoclal  trenda  prevailing  during  the  neat  decade. 
Three  aajor  factora  outalde  the  control  of  the  DoD  are  conaldered  flrat! 
population  ahlfta,  pattema  of  national  acononlc  growth,  and  achool  enrollaamt 
ratea.  Specific  aanageaent  actlona  that  can  algnlflcantlp  Influence  the 
proapecta  for  auatalnlng  the  All  Volunteer  Porce  are  then  conaldered. 

Suatalnabllitp  proapecta  are  aaaeaaed  bp  characterlalng  the  pro- 
jected alae  and  coi^oaltlon  of  a rcpraaentativa  aegDeoe  of  tha  aanpower  pool 
frm  Which  anllated  non-prlor  aervlca  (n.p.a.)  aceaaalona  will  com,  the 
national  18  paar-olJ  aalc  population.  Varioua  acenarloa  portraplng  the  aupplp 
of  voluntecra  are  developed  according  to  alternative  aaaueptlona  concerning 
tha  growth  of  the  civilian  econowp  between  now  and  198S. 

The  annual  deaanda  for  18  pear-old  n.p.a.  aceaaalona  proji  ted  bp  the 
DoD  are  catched  againat  the  aupplp  of  applleanta  forecasted  In  each  scenario 
to  Identlfp  potential  shortfall  (Insufficient  aupplp)  situations.  The 
analpala  will  focus  on  tha  18  pear-old  population  because  tha  various  tppes 
of  historical  and  projacted  data  needed  to  develop  reasonable  projecclona  of 
aeceaalons  aupplp  are  available  for  this  age  group,  while  aosM  data  dafl- 
clanelea  exist  for  other  age  groups.  18  pear-olds  represent  the  largest 
share  of  active  dutp  n.p.a.  acceaslona,  and  the  factors  affecting  this  group 
In  the  future  arc  llkelp  to  influence  other  enllataent-agcd  people  In  a 
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■latlar  buumt. 

Th«  (unual  DoD-vld*  ra^ulrMMnt  for  anllatod  accotolona  roflocto 
th«  •■tlattod  Buaboro  of  now  paoplo  noodod  Co  Mlntaln  tha  forca  alia 
■andacad  bp  national  aaeurlty  Intaraata.  Tha  DoD  projacta  that  a atabla 
aetlri  duty  forca  alia  of  2.1  allllon  will  ba  raqulrad  for  tha  parlod  froa 
FT  1976  through  FT  198S.  Aftar  taking  account  of  projactad  ratlraaanta 
and  pravalllng  racaa  of  voluntary  and  Involuntary  dlacharga,  tha  OoD  pro- 
jacta  that  annual  actlva  duty  n.p.a.  accaaalon  raqulraaanta  for  FT  1976 
through  FT  1980  will  range  froa  637,000  to  602,000,  dacllnlng  charaaftar 
to  a conatant  187,000  par  yaar  through  FT  1983.* 

Tha  Mjor  uneontrollabla  factora  and  thalr  conaaquancaa  ara  pra- 
aantad  flrat.  tacauaa  tha  Sarvlcaa  hava  racouraa  to  a varlaty  of  nanaga- 
•ant  actlona  that  can  nlgnlflcantly  altar  aupply  aa  wall  aa  deaand,  tha 
affactlvanaaa  of  aach  action  la  aaaaaaad  to  datamlna  how  ahortfalla  could 
ba  raducad  oy  a Judlcloua  cholca  of  raaponaaa. 

Tha  flrat  ala  aactlona  addraaa  tha  racrultlng  outlook  for  tha 
actlva  duty  forca.  Tha  analyala  ahowa  that  racrult  aupply  will  likely  ba 
aufflclant  to  aatlafy  Sarvlca  dananda  through  1989  If  tha  national  aconoay 
growa  at  a alow  or  aodarata  paca  In  the  future.  Kapld  econoalc  growth 
portenda  a algnlf leant  contraction  In  tha  aupply  of  raerulta,  but  ahortfalla 
can  ba  avartad  without  raaortlng  to  eubatantlal  Incraaaaa  In  nllltary  pay 
by  laplaaantlng  a aarlaa  of  nanagaaant  actlona. 


* Tha  DoD  aceaealon  requlrawanta  could  change  aub)act  to  two  eoneldaratf ona. 
Flrat,  tha  Congraea  could  laglalata  a reduction  In  the  2.1  nllllon  forca  elie; 
aacond,  DoD  could  ehooea  to  ratum  to  aona  two-year  enlletnanta,  thua  Increealng 
tha  aceaealon  raqulrananta  In  following  yeara.  Roth  poaelbllltlaa  ara  dlacuiaad 
alaowhara  In  tha  atudy. 
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l«crui£ing  prospects  for  the  Selected  Reserve*  Addressed  in  tlw 
e^^th  seetloft*  ere  less  favorable,  although  the  demand  for  recruits 
cas  likely  be  satisfied  if  slom  or  even  moderate  grn«^h  Is  realised, 
la  the  case  of  rapid  economic  groirth  some  management  actions  are  available 
that  would  achieve  positive  effects,  but  these  may  not  be  sufficient  to  avert 
major  recruiting  shortfalls  that  could  occur  by  the  mld>1980*s.  Some  signi- 
ficant policy  changes  could  be  warranted. 

It.  RACKCmOOIfD 

1.  The  18  Year-old  Male  Population 

One  factor  dominates  all  considerations  about  Che  future  supply  of 
military  manpower.  The  Bureau  of  the  Census  projects  chat  the  broad  popu- 
lation of  all  working-aged  men  and  women,  16  to  65  years  of  age,  will  increase 
12  1/2X  between  I July  1975  and  1 July  1985,  from  133.3  million  to  149.9 
million.  In  contrast,  ho«rever,  Che  Bureau  projects  the  population  of  18 
year-old  males  will  decline  by  15. IX  over  the  same  period.  Similar  percentage 
declines  will  occur  for  18  year-old  females  as  well  as  for  males  and  females 
in  '>ther  enlistment-eligible  age  groups,  an  aftershock  of  the  post-war 
"baby  boom". 

The  decline  in  the  18  year-old  male  population  la  significant  because 
this  group  represents  the  single  largest  year  group  from  which  male  n.p.e. 
accessions  come  each  year,  more  than  one-<iuarter  of  the  total  accessei  in 
fY  1972,  FT  1973,  anu  FT  1974.  Tlie  18  year-old  male  population  is  the  focus 
of  the  analysis  for  this  reason,  and  also  because  the  factors  Influencing 
this  group  during  the  next  decade  will  similarly  affect  the  other  segments  of 
the  enlistment-aged  (17  to  26  year-old)  population  of  men  and  ifomen. 
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2.  Major  C«t«»orl«a  of  th«  Target  Popul«tlon 

lUeant  hlatory  glvaa  a baala  for  charactarltlng  tha  annual  popula- 
tion of  18  paar-old  aalaa,  caraad  tha  targat  population,  according  to  thalr 
actual  availability  tor  anllatnant.*  Tha  nunbara  avallabla  for  anllataant 
In  any  yaar  can  ba  aattaatad  through  a proceaa  of  allnlnatlon.  18  yaar-old 
•alat  who  (1)  alact  to  continue  thalr  education  througho-'t  the  year,  (2) 
find  aatlafactory  civilian  aaploynent,  (3)  era  Inatltuclonallxad,  or  (4) 
are  already  In  the  aned  forcea  aatabllah  the  aajor  categorlaa  of  young 
■an  not  available  for  anllataant.  After  taking  account  of  thaaa  categorlaa, 
tha  raaalnder  of  the  target  population  la  a reaaonabla  eatlnate  of  tha  alia 
of  tha  available  pool. 

a.  Continuing  atudente 

faopla  who  are  enrolled  In  achool  during  October  of  a given  flacal 
year  and  who  re-enroll  In  achool  one  year  later  are  net  available  for 
enllttnent  during  the  flacal  year.  These  people,  tamed  "continuing 
students,”  Include  all  young  nan  who  graduate  from  high  school  and  Isnedl- 
ataly  enroll  In  4-ye,r  collages,  2-year  collsgas,  or  tachnlcal/vocatlonal 
schools  on  a full-time  or  part-tlnc  bcsls.  Alto,  high  school  students 
who  do  not  graduste  but  renaln  In  school  for  sn  additional  year  and  first- 
year  college  students  who  return  to  begin  their  second  year  are  Included, 

ferhaps  oore  Important,  the  definition  excludes  high  school  graduates 
who  do  not  continue  their  education,  flrat-ysar  college  students  who  either 
drop  out  or  do  not  return  to  begin  their  second  year,  and  high  school  drop- 
outs. These  people  elect  to  pursue  alternatives  to  fuithcr  education, 

• 18  year-olds  era  defined  as  those  who  attain  their  18th  birthday  during 

the  flacal  year,  fiscal  years  are  defined  throughout  the  discussion  according 
to  Che  historical  convention,  from  1 July  to  30  .une. 
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Acesrdlsg  to  cnrollBcnt  ctatlatlc*  publlahed  bp  tha  Bureau  of  the 
Cmsua  for  the  peara  1971  through  1974,  "continuing  atudenta”  repreaented 
SO.1%  of  the  target  population  during  FY  1972,  declining  to  47. 9X  during 
rr  1973  and  47.3*  In  Ft  1974. 

b.  Pnenrolled  but  enployed 

"Dnenrolled,  cBpioped"  people  Include  thoae  young  aen  who  do  not 
enroll  In  achool  but  are  Inatead  holding  civilian  Joba  on  a part-tlae 
or  full-tlM  baala.  Eaploynant  data  for  18  and  19  year-old  aalea  not 
enrolled  In  achool,  publlahed  In  the  1975  Handbook  of  Labor  Statlatlca. 
ahow  that  32.7*  of  the  target  population  waa  unenrollad  but  caployed  aa 
of  October  1972,  juaplng  up  to  35.8*  aa  of  October  1973,  and  falling  off 
to  34.7*  In  October  1974. 

c.  Inatltutlonallred  or  In-Service 

"Inatltutlonallred  or  In-Service"  Includea  young  aen  who  either 
are  Inatltutlonallred  (pr.'sona,  aanltarluaa,  etc.)  or  who  have  already 
entered  the  amed  forcea  In  the  prevloua  flacal  year.  In  FT  1972  these 
people  repreaented  4.1*  of  the  18  year-old  aale  population,  declining  to 
3.7*  In  FY  1973  and  3.6*  In  FY  1974. 

The  ceaalnder  of  the  target  population  In  each  flacal  year,  the 
"available  pool",  conslsta  of  young  aen  who  are  available  for  enllstaent 
at  aoae  tlae  during  tl.e  year.  The  available  pool  represented  an  eatlaated 
13.0*  of  the  population  In  FY  19<2,  12.9*  In  FY  1973,  and  14.4*  In  FY  1974. 

The  above  percentagea  are  displayed  In  Table  1 . The  corresponding 
numbers  within  each  category  are  also  provided.  Statistics  for  FY  1975  are 
projected  from  FY  1974  where  data  current  through  FY  1975  are  not  available. 
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$,  taplieaBtm  tot  fT  1972  - ft  H7* 

4au  f-evldad  by  th*  D.S.  Anqr  Kacntltlng  CcaMad  (DSMK) 
nd  th*  Offtea  «f  th*  Aailitut  Sacratary  o(  Dafanaa  far  Manpc'  Md 
laaarva  Mtalra  (MSDOuaA)),  Kaapoaar  taaaareh  aad  Data  dnalyata  Caatar  OMIDM), 
aara  aaad  to  aatlaate  ttia  total  auabar  of  aalaa  la  tha  aga  (roup  ulio 
actiullp  appllad  for  anllataaat  to  aaeh  paar.  Thaaa  ftpuraa  ara  dia- 
plapad  la  Tabla  2.*  dppUeaat  autlattea  ara  ^ lldt  bataaaa  tha  aaatt* 
ahla  pool  aad  aarriea  aecaaalooa,  bacauaa  aot  all  pa«B(  aaa  uho  ara  avail- 
ahla  durtag  tha  paar  ehooaa  to  applp  for  aollatatot,  aad  aot  all  tdio  applp 
ara  aceaaaad. 

2ha  tlguraa  ahov  that  all|htlp  aora  thaa  oaa-half  of  tha  avall- 
ahla  pool  appllad  for  anllataant  In  aaeh  paar  froa  fr  1972  throuth  FT  1971. 

Tha  flgura  for  FT  1974,  S4.22,  rapraaanta  tha  proportioa  aho  ehota  to 
applp  in  tha  abaanca  of  Inpltelt  draft  praatura  at  tha  than-praviillni 
levala  of  ailltarp  and  civilian  pap. 

Data  tor  aala  ID  paar-uld  accaaalona  alao  dla  Upad  in  Tabla  2 
ahov  that,  vhlla  tha  niabara  of  applleanta  (raw  froa  x44,000  to  161,0X1 
froa  rt  1971  to  rt  1974,  aeeaaaiona  daelinad  froa  111,000  to  100,000. 

Tha  61.71  aalaetion  tata  aaon|  ID  paar-old  aala  aoplleanta  In  FT  1974, 
quita  low  ralativa  to  tha  77.42  rata  in  FT  1971,  eraataa  tha  aialaadlnt 


* Tha  orttinal  data  fumlahad  bp  HAKDAC  ahovad  that  . eonatdarabla 
aaount  of  Inforaal  ora-aelactlon  acrcenlng  oeeurred  . o.ig  applleanta 
to  tha  Air  Force,  Havp,  and  Marina  Co. pa.  Fra-aalartion  aeraanlng 
aarvad  to  raduca  tha  total  counts  of  mental  catagorp  TV  and  V applicants 
for  these  Services.  Army  oppllcant  data  wsa  used  as  a bench  nark  to 
reconstruct  the  applicant  totals  for  the  other  Services,  rra-salectlon 
screening  may  have  resulted  In  some  umlercountlnp,  even  tor  Army  applicants 
In  FT  1972  and  FT  197J,  but  Amy  recruiting  officials  entlmate  that 
faw  diacrapancles  ealat  in  the  FT  1974  statlatlcs  nvlng  to  supply 
praaauraa  asparlancad  In  that  yaar. 
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iBpraiilon  that  FY  1974,  tha  flrtt  coaplatt  yaar  of  tha  111  Toluataar 
Forca  (AVF),  affoidad  Sarrlca  racrultara  tha  ofyertualty  to  ba  aora 
aalactlaa  la  aallotlng  apyllcaato,  TIm  Sarvleao  did  aayarlaaat  vlth 
tlghta'  tollatatot  atandardt  durlnt  FT  1974,  but  tbo  radacad  oalactloa 
rata  prloarlly  raflactad  tha  dtfflcultlaa  racrultara  aaporlancad  la 
racooelllnc  tha  full  ranca  of  applicant  prafaraoeon  (a.g.,  Soralca  of 
choleo,  doolrad  job,  unit  of  eholca,  •aotraphle  location  of  ehoteo  tlalag 
of  antry  Into  training,  length  of  Initial  oallataant,  and  ao  an)  wltb 
larulea  ragulraaanta.  Tha  Initial  yaar  of  tba  MF  naa  a buyar'a  aarkat 
la  which  on  anllatao  purchaaod  a full  ranga  of  aallitaant  optleea  oad 
Indueaaanti  of  farad  by  tha  amad  foreaa  la  ratum  for  bla  aarrlcao  oaar  tha 
tarn  of  tha  anllatnant  contract.  Many  applleanti  naro  attroctad  by  the 
optlona,  but  a algnlfleant  proportion  did  not  buy,  oa  aM  thalr  praregatlva 
la  tha  ATF  aovlronaant. 

III.  DCMtlUlfT  FACTOtS  imunCIDO  m Finutl  KJFFLT 

The  aupply  of  anllatnant  appllcantt  In  aach  yaar  froa  1974  through 
1919  can  ba  alallarly  eharactarliod.  Tha  alM  of  tha  aaallabla  peel  vlll 
ba  principally  datamlnad  by  ehangaa  In  the  alia  of  tha  target  population 
aa  dlacuaaad  oarllar,  ochool  onrollaant  pattama,  oad  elolllaa  anpleynont 
epportunltlaa. 


Schnol  onrollaant  ratao  for  II  yaar-olda  gonarally  tneraaoad  throughout 
tha  19M'a,  roachlng  thalr  paak  In  tha  early  1970'a.  Tba  rataa  daellnad 
during  tha  yaara  of  tronaltlen  of  tha  ATF.  Tha  draft  caotrlbutad  to  tha 
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high  •nrollamt  rat*  *ap*rl*ne*  of  th*  lot*  lil60'a  and  aarljr  1970't, 
and  th*  *UaiiMtlMi  of  th*  draft  eonaplrad  with  othar  factor*  to  radue* 
MitollaMt  rat**  to  eurront  lowola.  For  thl*  r*a*on,  th*  Offte*  of 
Uueatioa  projaetioti*  of  th*  auabora  of  continuing  atudcnt*  during  th* 
j*st  d*e^*  ar*  ba**d  upon  th*  TY  X974  rat*;  47. 3X  la  th*  *ttla*c*d  pro- 
portion of  continuing  atudtnt*  In  th*  target  population  for  aach  yaar  In 
th*  fuCur*. 

Th*  iMtitutionallaad  or  ln-S*rrle*  eatagorp  1*  alao  aatlaatad  to 
raaaln  fairly  atahla  at  approalaately  3, St,  with  l.St  of  th*  target  popula- 
tion In  Inatltutlon*  and  2. OX  already  In  Sarwlc*  (entering  th*  anad  fore** 
at  age  17  in  th*  pravioua  fiaeal  year). 

2.  yattama  of  national  Econonle  Crowth 

Th*  aaauapcion*  regarding  th*  all*  of  th*  continuing  arudant  and 
iaatitutlonallind  or  in-S*r*le*  eatagorla*  affaetlwaly  tin  the  alia  of  th* 
civilian  non-lnatltutlonal  group  of  un«nroll*d  IS  year-old  nalaa.  Th* 
broad  pattam  of  national  aconoaile  growth  ovar  the  naat  tan  yaar*  baeonaa 
th*  crucial  eonaldaratlon  a*  it  will  affect  civilian  anploynant  opportunl- 
tlaa  available  to  th*  unanrollad  group  in  th*  future. 

*•  The  arowth  of  civilian  enelovnent  onoortuoitlea 
Hiatorlcal  data  eoncarnlng  eh*  growth  of  civilian  job  opportunltlaa 
available  to  IS  and  IS  yaar-old  nalaa  and  to  th*  worklng-agad  population 
war*  analytad  to  datamln*  if  long  tarn  acenonlc  axpanaten  or  contraction 
affact*  th*  two  group*  dlffarantly.  Anatyala  of  data  covering  17  tan- 
year  period*  fron  1948  through  1974  (1948-58,  1949-59,  and  ao  on  through 
1964-74)  ahow*  chat,  after  taking  account  of  population  changaa,  aeploy- 
nant  opportunltlaa  for  unanrollad  18  and  19  yaar-old  ■*!**  ranain  atahla 
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or  expand  orlp  whon  total  civilian  aaplopaont  Incraataa  ^Itt  rapidly. 
Civilian  OBploynant  opportunltlaa  for  yonng  unanrollad  aalat  can  bo 
axpoctod  to  dacllna  aoBouhat  over  tha  long  tarn  In  tbo  face  of  only  a 
■odarata  oxpaaalon  of  total  civilian  anployaont  and  will  llkaly  fall 
rapidly  vhan  total  civilian  oaploynant  falla  to  grow  at  all  or  dacllnat 
slightly.  Thaoa  findings  aro  siasurlrad  la  Tabla  !•* 

Total  etvtllaa  saployaant  Incroaood  approxlnatoly  2 1/2  pareant 
taatar  than  tha  civilian  mrklng-agsd  population  ovar  tha  avnraga  tan-yoar 
period  froa  IMt  to  H7*.  Thus,  this  figure  aatahllahaa  our  daflnlttoo  of 
aodorata  aconoale  axpanalon.  tho  "aodarata”  aeonoBle  groMh  axaavla  addraaaod 
la  tha  next  section  of  tha  study.  Sluggish  acononlc  growth,  tha  basis  for 
tha  “slow"  ax  tapis,  la  doflnod  by  tha  total  civilian  aipleynant  growth  rats 
that  exactly  natehat  tha  civilian  werklng-agtd  population  growth  rata,  tapld 
oconcnlc  expansion  la  defined  by  total  elvllUn  saployMat  that  growa  five 
Hresnt  faster  than  the  Incraete  In  tha  working-aged  civilian  popwlatloa, 
and  is  tha  bests  for  the  “rapid  acononlc  growth"  axaapls.** 


* tee  Appendix  A 

**  It  My  at  first  oaen  unlikely  that  anploynant  could  grow  at  a faatar 
rata  than  population  growth  over  an  extended  period  of  tlM.  This  Is 
nade  possible  by  the  entry  of  new  workers  Into  the  labor  force,  attracted 
by  enploytent  opportunities  that  are  normally  crested  In  the  course  of 
ocononlc  expenelon.  When  the  econooy  cesses  to  grow  or  contrecte,  these 
people  return  to  non-evploynent  pursuits  (s,g,,  wives  who  return  to  house- 
work). In  197*,  IS  nilllon  or  ISX  of  all  working-aged  wen  and  woven  held 
civilian  or  nllitsry  jobs,  end  41  nilllon  vers  not  snployed.  This  large 
•“"-•■eloyod  pool  provides  Che  additional  workers  who  Mks  It  possible 
for  total  civilian  seploynsnt  to  Incrsses  fester  than  the  population 
growth  rata.  Although  such  growth  cannot  be  sustained  Indefinitely,  a 
2 1/2  or  even  32  Increase  In  enpleynenc  relative  to  population  fron  1975 
to  1983  la  not  unreasonable. 
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IV.  SUPPLY  PHOJlCriOHS 

Th*  for«|oln(  of  •aployaant  ofportunltlM  for  unonrollod 

young  Mti  rolatlyo  to  changoo  In  total  clvlllaa  aaploywat  groaldaa  tha 
baala  for  projaetlng  tha  futura  alia  of  tha  arallabla  pool  for  thraa  poaalbla 
pattaraa  of  aconoalc  growth.  Tha  alia  of  tha  avallabla  paal  la  turn  llalta 
tha  mnibar  of  18  yaar-old  aalaa  who  can  raaaonably  ba  aapaetad  to  apply  for 
aallataant.  Tha  naxlaun  niaibara  of  accaaalona  that  a gliaa  applicant  pool 
will  ylald  can  ba  calcularad  and  coaparad  with  aeeaaaloa  mgulraaanta  pra- 
Joctad  by  tha  DoO.  Alao,  tha  aantal  catagery  charaetarlatlet  of  aceaaaloaa 
can  ba  coaparad  with  annual  DoD  raqulraaanta. 

Aa  Indlcatad  aarllar,  tha  affacta  of  yarlarl->oa  la  allltary  pay 
ara  dlacuaaad  In  a aubaaquant  aactlon.  Kara  It  la  aaauaad  that  tha  ra- 
latlonahlp  batwaan  allltary  and  civilian  pay  lavali  provalllng  during 
tha  paat  two  yaara  will  contlnua  ovar  tha  naxt  dacada.  All  aconoalc 
growth  acanarloa  alao  aaauaa  atabla  achool  anrellnaat  and  "loatltutlonalliad 
or  In-Sarvlca"  rataa  at  PT  1974  lavala  dlacuaaad  In  tha  pravloua  aactlon. 

1,  Tha  Avallabla  Pool  In  Thraa  Scanarlea  of  Econeale  Crowth 

Tha  paca  of  national  aconoalc  growth  ovar  tha  naxt  tan  yaara  will 
dataralna  how  aany  unanrollad  18  yaar-old  aalaa  will  find  aatlafactory 
civilian  aaploynant  opportunltlaa.  Hodarata.  alow,  and  rapid  aconoalc 
growth  aach  portand  a dlffarant  aaploynant  outlook  for  inaorollad  young 
nan,  and  a corraiponding  iapact  on  tha  alia  of  tha  avallabla  pool. 

a.  Tha  aodarata  aconoalc  arowth  ocanarlo 

Tha  aodarata  aconoalc  growth  acanarlo  aaauaao  that  total  civilian 
aaploynant  will  grow  2 1/2  parcant  faatar  than  tha  projactad  12.71  Ineraaaa 
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la  tte  elvillaa  *otkln(-a(*<i  population,  approxlaatalp  tha  oom  ralatlua 
tactaasa  Ctan*^raar  avarafa)  In  total  elolllao  aaploynant  that  aeeoapanlad 
tha  aapanalon  of  tha  U.S.  aconoaip  froa  1948  to  1974*. 

Aeeordlns  to  tha  analyala  of  ralattua  aaplopaant  opportunttlaa 
4apletad  In  Tabla  3 aarllar,  aodarata  oconoalc  gtowth  la  projactad  to  Muea 
a 20.U  daellna  In  civilian  anplopaant  opportunltlaa  for  unanrollad  18  paar-oM 
■alaa,  la  contract  to  tha  IS.U  drop  la  tha  alaa  of  thla  population.  At 
thla  rat*  of  daellna,  aaplopaant  opportunltlaa  for  th  r (toup  vlll  dacraaaa 
froa  an  aatlaatad  744,000  heldlnp  Joba  at  tha  and  of  FT  1973  to  394,000  In 
FT  1963.  Aa  a raault,  tha  avatlabla  pool  la  projactad  to  daclln*  froa 
308,000  to  301,000  ovar  tha  aaa*  parlod. 

Tha  alapla  avarat*  annual  daellna,  -0.6X  par  paar  ralatlv*  to 
population  chant*,  la  uaad  to  projaet  tha  lapaet  of  aaplopaant  opportun- 
Itlaa  dlalnlahlng  ttaduallp  la  aueeaaalv*  paara.  Tbaaa  projection*  ara 
dlaplapad  In  Flfura  1 and  ara  aecoapanlad  bp  tha  aatlaatad  alia*  of  tha 
othar  eatatorlaa  of  tha  18  paar-old  aa'.a  population. 


Tha  alaa  aconoale  gtoath  aeanarlo  taaiaa*  that  froath  in  total 
elvlllaa  aaplopaant  alll  aaaetlp  natch  the  projactad  12. 7X  Incraaa*  In  tha 
civilian  aorklng-agad  population,  aall  baloa  tha  tpplcal  Job  groath  rat*  uhleh 
ancaada  population  groath  bp  1 1/2  pareant,  tha  hlatorleal  U.S,  aaparlanea. 


* Tha  12. 7X  groath  of  tha  civilian  aorklng-agad  population  It  bated  on 
tha  aaaiaptlon  that  the  actlv*  dutp  allltarp  population  vlll  raaaln  conttant 
at  2.1  Billion. 
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Ratto&tl  •eenoale  trovth  that  eanatratiu  total  elvlllaii  aaplojr- 
■aat  to  thla  eoaparatl^l;  lov  rata  of  Snetaaaa  la  projaetad  to  Induca 
alaoat  a 30t  dacllna  In  elrllian  aaplojmnt  opportunltlaa  for  IS  paar-old 
■alaa,  a aharp  drop  In  eontraat  to  tha  15. IX  contraction  In  tha  ataa  of 
tha  targat  population.  Saplopnant  opportunltlaa  for  unanrollad  18  paar-old 
aalaa  ara  projactad  to  dacraaaa  froa  an  aatlnatad  744,000  holding  Joha  at 
tha  and  of  FT  1975  to  529.000  at  tha  and  of  FT  1M5.  Aa  a raault,  tha  arail- 
abla  pool  Kill  aetuallF  Ineraaaa  froa  508,000  to  368,000  o«nr  tha  aaaa 
parlod. 

Tha  alapla  araraga  annual  dacllna,  -1.6X  par  yaar  ralatlra  to 
population  changa,  la  uaad  to  projaet  tha  gradual  iapact  of  thla  raduetlon 
in  elTlllan  aaployaant  opportunltlaa  for  unanrollad  18  yaar-old  aalaa 
froa  yaar  to  yaar.  Tha  projaetlona  ara  dlaplayad  In  Flgura  1 and  art 
aecoapanlad  by  tha  aatlatttd  aliat  of  tha  othar  catagorlta  of  tha  targat 
population  In  tach  yaar. 

c.  Tha  rapid  aeonoalc  grouth  acanarlo 

Tha  rapid  aeonoalc  growth  acanarlo  aaauaaa  that  total  civilian 
Mployaant  will  grow  flva  pareant  faattr  batwaan  1975  and  1985  than  tha 
projactad  12. 7X  Ineraaaa  In  tha  civilian  working-agad  population.  Tha 
ratulta  of  tha  anploynant  analyalt  daplcttd  In  Tahla  3 Indlcata  chat 
civilian  anploynant  opportunltlaa  for  tha  targat  population  will  Ineraatt 
aharply  In  raaponaa  to  rapidly  awpandlng  anploynant  ovtrall.  A raduetlon 
of  approxlnataly  IIX  in  tha  nunbara  of  joba  avallabla  Co  unanrollad  18  yaar- 
old  aalaa  la  projactad,  but  thla  rapraaanta  a nat  axpanalon  of  anploynant 
opportunltlaa  whan  eonparad  to  tha  15. IX  population  dacllna.  Aa  a raaalt, 
tha  avallabla  pool  la  projactad  to  dacllna  fron  308,000  to  235,000  ovar 
tha  naan  parlod. 
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Th«  tlapl*  «v«ragtt  annual  changa,  approxlAataly  -fl.OX  par  yaar 
ralatlva  to  population  changa,  la  uaad  to  projact  tha  lapaet  of  eaploynant 
opportunltlaa  varying  froa  yaar  to  yrar.  Thaaa  projactlona  ara  dlaplayad 
In  Flgura  1 and  ara  accoarpanlad  by  tha  aatfnatad  aliaa  of  tha  othar 
eatagorlaa  of  tha  targat  population. 

2.  Projactad  Supply  and  Danand;  Appllcanta  and  Accaaalona 
Tha  naxlaini  nunbara  of  accaaalona  that  tha  avallabla  pool  vlll 
ylald  ara  projactad  for  aach  ocononlc  growth  acanarlo  by  aaaunlng  that 
54. 2t  of  tha  avallabla  pool  will  apply  for  anllatnant  In  futnra  yaara» 
aa  In  tha  flrat  conplata  yaar  of  tha  AV7,  FT  1974.  Tha  application  rata 
nay  ba  axpactad  to  ranaln  at  thla  laval  ao  long  aa  tha  attltodaa  of 
young  nan  and  woman  towarda  nllltary  aarvlca  do  not  ahlft  and  tha  ratio 
of  military  pay  to  civilian  pay  ramalna  conatant.* 

Tha  applicant  aalactlon  rata,  tha  maximum  proportion  of  appll-* 
canta  whom  tha  Sarvleaa  will  aalact  for  anllatmant,  la  aatunad  to  ba 
61.7t«  Va  hava  uaad  tha  FT  1974  applicant  aalactlon  rata  for  thraa  raaoena. 
Flrat,  It  rapraaanta  tha  anllatmant  atandarda  that  axlatad  prior  to 


* Altamatlvaly  tha  proportion  of  .ha  avallabla  pool  apply  for 

anllatmant  In  yaara  prior  to  FT  1974  ^ould  ba  paad,  but  thaaa  flguraa 

captura  tha  confounding  influancaa  of  implicit  draft  praaaura  and  a com- 

paratlvaly  ralaxad  racrultlng  poatura.  FT  1974  atatlatlca  raflact  tha  ' 

atrlctly  voluntary  bahavlor  of  avallabla  18  yaar-old  malaa  undar  condltlona  , 

llkaly  to  ba  rapllcatad  In  tha  futura  If  tha  atatad  aaaumptlona  obtain. 
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ti«  of  aoro  rootrictlvo  Mato},  and  •dueatlosul  erltorla  froa 

oSiT  Xm  to  tha  pctaant,  Saeood,  thla  rata  takes  aeeoust  of  appllcast 
Mjoetlosa  pt  Sarvica  anllatoent  offara,  a phanooanon  likely  to  recur 
la  o TOluatary  aollauiant  anvlrooaant.  Third,  tha  figure  eapturaa  the 
affect  of  lotenalve  Azay  recruiting  efforta  during  a period  of  unfavorable 
aupply  eoadltiona. 

ptojectiona  of  total  n.p.a.  aale  enlisted  accession  require- 
aeota  (for  the  active  forcea  only)  and  tha  estiaated  nunbers  of  16  year- 
aid  aeles  that  vUl  be  required  (27. 8X  of  the  total  aale  requlraaanta 
la  each  year)  are  provided  In  Teble  4.*  Tha  annual  18  year-old  aale 
requireaaot  la  coapared  with  the  projected  supply  of  accessions  In  each 
scenario  to  establish  the  outlook  for  suetalning  sanpower  requlrcaents. 
a.  Moderate  econoatc  growth 

Table  Sa  shows  that,  although  tha  sire  of  the  available  pool 
dacllnes  sharply  over  the  decade,  the  projected  supply  of  applicants 
raaalns  well  above  Service  denands  for  18  year-old  aales  In  each  year. 
Ivan  whan  s 61. 7X  applicant  selection  rata  Is  considered,  the  reaalning 
supply  of  aalistasnt-sliglbla  applicants  willing  to  accept  Service 
anllseiwnt  offers  Is  projectsd  to  aneeed  dauands  If  sodarata  aconoulc 
growth  Is  realised.** 


* Accessions  data  furnished  by  DoD  (NASDAC)  show  that  27,81  of  aale  n.p.a. 
accessions  (all  Services)  In  TT  1974  were  drawn  fro*  the  target  population, 
Thla  figure  declined  to  26.01  In  FT  1975,  owing  to  restrictions  the  Services 
placed  on  the  enlisteant  of  non-hlgh  school  graduates.  The  FT  1974  statistic 
Is  a note  appropriate  neasure  because  It  better  represents  the  distribution  of 
accessions  by  age  in  s year  the  Services  could  not  afford  to  lupose  unusually 
rastrlctlve  selection  standards. 

•*  Of  the  38.31  of  the  applicant  pool  that  does  not  enlist,  as  In  FT  1974, 
approximately  two-thirds  Include  applicants  who  fall  to  meet  mlnlimin 
physical  and  mental  standards  for  enlistment  (see  0ASD(M4RA),  KARDAC 
report  no.  76-2,  July  1975);  the  remainder  of  this  group  Is  assumed  to 
reject  Service  enlistment  offers  as  unacceptable  after  recruiters  have 
established  the  particular  enlistment  options.  Inducements,  and  bonuses 
for  which  the  ippllcants'  test  scores  make  them  eligible.  C 
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•«u  5»  H3DERAIE  ORCWH: 

18-YEAft-OLO  KW.E  APPUCWI!'  MID  ACCFSSI01.S.  FY  19F6-8S 

(THOUStHDS  OF  FEIL  KS) 


NUMiER  IK  THE 
AVAtUlU  I*00L: 

lazfi 

316 

1977 

316 

1978 

322 

1979 

385 

1989 

330 

1921 

329 

19S2 

328 

1932 

318 

1929 

306 

1385 

301 

PROsJECTEB  SUPPLY 
OP  APPLIOMITS: 

171 

171 

175 

187 

179 

178 

178 

172 

166 

163 

PROUCCTCD  HWBEP  OF 
APPLICANTS  SELECTED: 

106 

106 

108 

:i5 

110 

110 

110 

106 

102 

101 

PI.OJECTEO  OEKAND 
FOR  j8  yur-olo 
N.P.S.  HALES: 

102 

106 

102 

103 

101 

97 

97 

97 

97 

97 

NET  SimPLOS(+); 

+ 6 

0 

♦ 6 

♦12 

♦ 9 

♦13 

♦13 

♦ 9 

♦ 5 

♦ 8 

F.tNIPLUS  AS 
PEi^ENT  OF 

Mouirehcnt: 

♦81 

0 

♦61 

♦121 

♦91 

♦131 

♦131 

♦91 

♦51 

♦81 

TABLE  So. 

SLOM  SROklH: 

18-YMR-OlB  HALE  APPLICANTS  AND  ACCESSIONS, 

FY  1976-P3 

(TMOVSMM  OF  FUSOHS) 

19Z£ 

1977 

1978 

1979 

I9S3 

Iffll 

1982 

1983 

1988 

1225 

NUMBER  IN  the 
AVAILABLE  POOL! 

328 

332 

386 

376 

369 

378 

380 

376 

567 

366 

PROJECTED  SUPPL 
Of  APPLICANTS: 

176 

180 

188 

208 

200 

203 

206 

208 

199 

193 

PROJECTED  NUMBFR  OF 
APPLICANTS  SELECTED: 

109 

111 

U6 

126 

123 

125 

127 

126 

123 

122 

PROJECTED  DFKAND 
FOR  18  VEAR'OLO 
N.P.S.  HALES! 

102 

106 

102 

155 

101 

97 

97 

97 

97 

97 

NET  SURPLUS (*): 

♦ 7 

♦ 5 

♦18 

♦23 

♦22 

+28 

♦30 

■29 

♦26 

♦25 

SUP'  .US  AS 
PERCENT  OF 
REQUIREMENT: 

♦71 

♦51 

♦181 

♦221 

♦221 

♦291 

♦311 

♦301 

+271 

♦261 

TABLE  5C. 

RAPID  GOTH: 

t 

18-rtAR-Ol.D 

Ut  APPLICWiTS  t 

.t|D  ACCESSIOi'.:, 

, FY  1976-85 

(THOUS4NDS  OF  FtBSONS) 

1976 

1977 

1979 

1978 

1989 

1931 

1282 

1933, 

1989 

1935 

KUMeCR  IN  THE 
AVAILABLE  IDOL: 

m 

302 

299 

318 

291 

288 

276 

261 

288 

255 

PROJfCTEO  SUPPLY 
OF  APPLICANTS: 

167 

168 

162 

170 

158 

158 

150 

181 

132 

127 

PROJECTED  NUMBER  OF 
APPLICANTS  SCLCCTlD: 

101 

100 

103 

97 

35 

93 

87 

81 

78 

PROJECTED  DCMASD 
FOR  18  VfAR-OLO 
N.P.S.  hales: 

102 

105 

102 

103 

101 

07 

97 

97 

97 

97 

NET  SUPPl.L-5<+), 
OR  Mi.%’TfALL(*>: 

♦ 1 

- 5 

- 2 

♦ 2 

- 8 

- 2 

- 8 

-10 

-16 

-r 

Si»SMl.s(T)  O’! 
Sr>.nT.AL-l->  A. 

IE''-.:.'’  ■-7 

* i; 

- 5* 

- 7; 

< 25 

- 8.': 

■ 21 

- 82 

1 

-k: 

-2i; 

F 
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b.  Slow  tconoalc  Ktowth 

In  Tablf  Sb  the  size  of  the  available  pool  and  dM  estimated 
nuabers  t'ct  would  cpply  for  enlistment  are  displayed,  lbs  latter  flpurea 
wars  computed  by  again  applying  the  54.21  application  rata  cspcrlented  in 
FT  1974.  When  a 61. 7t  selective  rate  is  considered,  tbs  estimates  show 
that  maxlnum  accessions  supply  will  siiceed  Ssrvlee  demands  by  a consider- 
able margin. 

c.  Kapld  economic  erowth 

The  size  of  Che  available  pool  and  the  estimated  mabmre  that 
would  apply  for  eoliacmanc  In  the  cate  of  rapid  economic  growth  are  pta- 
aenced  In  Table  5c.  These  figures  ahow  that  the  available  pool  will 
contract  aharply  In  the  face  of  favorable  employment  opportanltlet  for 
unenrolled  18  year-old  males.  Altboug!i  the  aupplv  of  applicants  will 
emceed  accession  requirements  throughout  the  decade,  the  aetlmated  numbers 
of  qualified  applicants  willing  to  accept  Service  enllatMmt  offers  may  be 
espected  to  fall  .ihort  of  the  projected  demand  In  FT  1977,  FT  1978,  and 
FT  I960  through  FT  1985. 

These  data  are  summarized  In  Figures  2a,  b.  and  e. 

3.  Alternative  Demand  Assumptions 

It  le  possible  that  accession  demands  could  vary  from  the  figures 
projected  by  the  DoD  for  several  reasons.  The  prospects  for  sastalnlng 
manpower  requirements  would  be  altered  accordingly. 

a.  Further  reductions  In  the  active  duty  force  strength 

If  the  President  end  the  Ccigress  authorize  further  reductions 
In  the  active  duty  force  strength  In  future  years,  the  dsMod  for  n.p.e. 
accessions  may  be  expected  to  decline.  For  a force  reductloo  of  200,000, 
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ttom  2,1  Blllioa  to  1.9  allllon  Mtloo  dot;  yoroesnol,  ■.p.o.  oetOMlono 
nould  Uholy  bo  roducod  to  902  of  eorroatly  ftojoetod  ftginrco.  ^ 1999( 
tho  tiiiHiol  doaond  for  U yoor-old  agio  aceotoiont  aould  daeltao  froa  97,W0 
to  tl.OOO. 

If  aodorata  or  alow  aeonoale  (rowth  la  raalltad  la  tba  futora, 
forea  raduetloaa  of  tbla  aataltuda  vlll  ytald  avae  aora  favorabla  proa^ta 
for  aoatalaablllt;.  If  rapid  aeoaoale  groath  la  raalltad,  a potaatlal 
ritortfall  of  202  or  19,000  U poar-old  aalaa  <97,000  ragulrad  vf.  70,000 
aapaetad)  vlll  bo  raduead  to  approalaatalp  102  or  oalp  9,000  aeeaaaloaa 
abort  of  tba  ragulraaaat. 


la  raaponaa  to  a paedlng  aecaatlooa  abortfall,  tba  Sar'-leaa  could 
alaet  to  ra-lntroduea  aallatataC  taraa  of  tve  yaara*  duration  oa  tba  aaaa 
*na7a  aa  oecurrad  In  FT  1974,  Sueb  aa  action  vould  ba  pradleatad  on  tba 
aaauaptlon  that  abortar  anllataant  tarw  vould  Induce  aoaa  IS  yaar-old 
aalaa  to  apply  for  anllataant  vbo  vould  not  otharvlia.  Tba  rapid  aeonoale 
trovth  acanarlo  llluatrataa  aupply  eondltlona  that  would  load  the  Sanrleaa 
to  raapond  In  ouch  a aannar. 

Suppoaa  that  the  Sarvleaa,  aapaclally  the  Aray  and  Mrlna  Corpa, 
alee tad  to  Introduce  tba  abortar  enllataent  tara  option  la  19S1  to  avert 
an  laalnant  abortfall  of  10,000,  102  abort  of  the  required  97,000  aceca- 
alona.  The  action  would  ba  Juaelflad  by  tba  arpeccatlon  that  aeeaaalona 
vould  laereaae  by  11. S2,  froa  87,000  to  97,000, 
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Oadar  th«M  clretaatancn,  the  pollcjr  vould  lead  to  ■ lOX  juap 
In  doBoad  obovo  tho  eurrontly  projoctad  raqulraaant  for  IS  yaar-old 
■alaa  in  19SS.  Thla  la  bacauaa  currant  daaand  projaetiona  ara  baaad  on 
tha  pattam  of  anllatnant  tama  pravalllnc  in  FT  1976  (avarapa  anllatnant 
tan  of  }.7  yaara).  Bacauaa  tha  avarapa  anllatnant  tart  in  FT  1976  «aa 
3<J  yaarai  tha  aora  rapid  turnovar  of  flrat-tara  paraonnal  aould  produca 
aa  auch  aa  a 121  Incraaaa  in  accaaalona  daaand  aa  aarly  aa  two  yaara 
tallowinp  policy  laplaaantatlon.  Tha  raqulraaant  for  IS  yaar-oU  aalaa 
wauU  thua  juap  to  109.000  by  FT  1965. 

In  raaponaa  to  a pandlnp  ahortfall  of  31.000  (109,000  raqulrad 
ya.  7S.OOO  anpactad),  tha  Sarvlcaa  could  alact  to  aalntaln  tha  aaaa  policy 
throuph  FT  1985,  Kara,  howavar,  an  11. ST  Incraaaa  In  accaaalona  would  ylald 
oaly  S7.000  nat,  aoaa  22,000  abort  of  tha  hlphar  accaaalona  raqulraaant 
foe  FT  1985,  tlia  conaaquanca  of  actiona  takan  aarliar  to  aaart  tha  FT  1963 
ahortfall.  Thaaa  flpuraa  auppaat  that  a raturn  to  raducad  anllatiaant 
tataa,  idilla  tanporarlly  affactlva,  could  appravata  auacalnahility  proapacta 
in  tha  lonp  tara. 

6.  Otalitr  Cooaldarattona 

Applicant  data  for  FT  1976  wara  analytad  to  dataral.ta  how  tha 
charactarlatlca  of  tha  applicant  pool  ara  llkaly  to  chanpo  aa  tho  ovaralt 
application  rata  varlaa  (total  appltcanta  aa  a parcant  of  total  IS  yaar- 
old  aalaa  la  tha  population).*  Applleanta  aa  a parcantapa  of  tha  corraapondlnp 


* Saa  Appandln  8. 


F 


••atat  Mt«|or]P  total  ara  saaourad  oa  tba  vartleal  aala  and  ara  eoa^arad 
to  tha  ovarall  applleatioa  rata  (total  applleanta  as  a pareaneaio  of  tha 
total  popolatlon)  indlcatad  os  tba  horltostal  axis,  Tha  graph  ahoM 
that  tl>e  application  rata  for  fowig  >an  Is  aaeh  santal  catagorp  Iseraaaaa 
is  a llnaar  faehlon  aa  progteaalvalp  larger  proportions  of  the  total 
population  aaka  application  for  asllataant. 

table  g portrays  the  aetlaatcd  nuabera  of  applicants  In  aantal 
eatagories  I through  111  cortlned  vho  would  likaly  be  Mllated  in  each 
year,  based  on  aalectlon  rates  for  these  applicant  groups  In  FT  1»7*.«* 
Mian  eoaparad  to  tha  astlaatad  nuabera  of  anllstsaa  required  annually 
by  tha  OoO  In  tha  top  three  aental  categorlaa,  It  appears  that  eufflclenc 
quality  would  ba  avallabla  across  all  ten  yeare  of  both  the  aoderate  and 
slow  seonoaic  growth  acenartoa.*** 


* It  Is  asauaad  that  tha  national  distribution  of  the  18  ysar-old  aala 
population  by  aantal  category  in  tha  next  decade  will  not  vary  algnifleantly 
Item  tha  national  distribution  aa  aesaured  Is  the  1973-1974  school  year} 
that  la,  4.431  - H.C.  I,  29.S8X  - M.C.  11,  42.321  - H.C.  Ill,  19.90X  - M.C.  IT 
and  3.76X  - M.C.  T. 

**  Ssrvlea  recruiting  aanagera  aeknowladga  that  FT  1974  was  a particularly 
difficult  recruiting  year.  Salactlon  rates  ware  likely  near  the  aaxlaua 
ATF  lavala.  Selection  ratee  for  applicants  In  aantal  categorlaa  I 4 It 
coablnad  and  aantal  category  tit  la  FT  1974  (DoD-alde)  ware,  reapactlvely, 
74.3X  and  80.7X. 

***  Estlaatas  of  tha  required  nuabera  of  enllateea  In  tne  top  three  aental 
catagorlas  la  baaed  on  the  aaxlaua  feasible  proportion  of  aental  category 
IT  enlistees  In  a given  recruiting  ysar,  22  X,  as  aatabllahed  by  the  DoO  In 
Che  special  report  of  Defenaa,  "The  All  Volunteer  Force  and  the  End  of  the 
Draft."  March  1973. 
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for  cIm  ropld  oeoiioate  growth  com,  eh*  projcetloiia  show  that 
oufflclottt  goolltj  will  b«  •wollobla  Is  FT  197t  throng  ft  IMS,  do^lM 
tte  aodoot  guaatltp  oliartfollo  projoetad  for  aaworal  of  thaaa  paara. 
■owwrar,  tha  nafcara  of  aeeaaatoBa  la  aaatal  eatagorlaa  I throng  III 
projaetad  for  ft  IMd  aad  FT  IMS  will  aot  be  adaquata  to  aoatale  tha 
alnlaua  quality  aoada  of  the  DoD  if  rapidly  oxpaadlag  awployaaet  opport* 
imltlaa  obtalo. 

V.  EFFICrnri  USPGMStS  TO  SOFFIT  SBOtlFALLS 

Tho  rapid  aeoooaie  growth  aceuarlo  pertaoda  ahortfalla  la  tha 
aupply  of  aala  raerultt  raqulrad  for  actlva  force  aeceaalona  boglnntng 
aa  early  u 1P77,  with  aubatantial  ahortfalla  poaalblc  by  the  aarly  and 
alddle  1980'a.  For  purpoaea  of  thla  aectioa,  dlacuaaion  of  aanagenent 
aetlona  to  effectively  deal  with  daflclent  aupply  will  addraat  the 
"uorat  caae”  — tha  rapid  growth  acaoarlo  la  IMS,  tha  year  la  which 
18  )raar-old  aala  aecaoalena  aro  projaetad  to  fall  abort  of  tha  OoD  actlva 
forea  ragulriaint  by  aa  anch  aa  201. 

It  ahould  not  be  Inferred  that  tha  projactloaa  praeented  In  tha 
rapid  growth  eeanario  are  aere  llkaly  to  be  realised  during  the  next 
decade  than  the  alternate  projectlone  developed  for  the  alow  and  aodarate 
growth  ecanarloe.  The  faetore  deteralning  the  actual  growth  path  for 
tha  O.S.  aconcay  In  the  future  are  coaplax  and  largely  unpredlecable. 
Rapid  growth  la  poealbla,  however,  and  the  unfavorable  eeneequoneea 
projected  for  recruiting  warreot  further  analyaia.  ' 


F 
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Tharc  ara  thraa  wajra  to  allalnata  a racrultlni  ahortfall  In  a 
|lvan  ytax.  Flrat,  atapa  can  ba  takan  to  Incraaaa  tha  proportlrn  of 
appllcanta  <Ao  ara  aalactad  for  anllataant,  Sacond,  the  alta  of  tha 
applicant  pcol  can  be  Increaaed  by  Induclnp  additional  people  to  aeek 
anllataent  who  would  not  apply  othcrwlaa.  Third,  the  nunbera  of  racrulta 
■acded  can  ba  raduced.  Tha  varloua  aanafemant  actlona  which  would  aarva 
to  raduca  or  allalnata  a racrultlnp  ahortfall  of  20X  ara  dlacuaaad  In 


1>  Mathoda  for  Incraaaina  tha  Selactlon  Kata 
Four  actlona  ara  dlacuaaad  which  would  Incr 


tha  proportion  of 


appllcanta  aalactad  for  anllatoant:  Changea  In  phyalcal  atandarda  for 

anllataent,  changea  In  aantal  atandarda  for  anllataant,  Increaaad  aalactlon 
of  faaala  appllcanta,  and  tha  provlalon  of  occupatlon-apaciflc  anllataant 


bonuaaa. 


a,  Changae  In  phyalcal  atandarda 


The  April  197*  KAKD  Corporation  raport  antltled  "Fhyalcal  Standarda 
to  tha  All'Tolunteer  Force"  provldea  an  extcnalve  analyala  of  phyalcal 
atandarda  for  enllataent.  Tha  atudy  concludec  thst: 

"A  eoaparleon  of  I'.S.  anllataent  atandarda  with  thoae  In  the  aracd 
aorrlcea  of  other  advanced  natlona  and  thoae  for  entry-leval  Joba  In  tha 
civilian  aactor  auggeata  that  U.S.  atandarda  nay  be  higher  then  neceaaary  . 
(thla  conclualon]  la  reinforced  b^  a conperlaon  of  enllatacnt  atandarda 
with  atandarda  for  retention  and  aobllliatlon.”* 


• AAHB  report  no.  R-1347,  by  David  S.  C.  Chu,  at.  al. 


■ V •. 
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thm  Mstif  idtntlflM  dIh*  aapaeta  of  eurront  phjrolMl  ataadarda 
tot  MsllataasC  that  eouU  ba  aodifiad  to  rtduea  tha  overall  phyateal  dta- 
^llflsatloii  rata  by  40X.  A iiport  prepared  by  OSDQi&RA),  WMM  Indteataa 
that  13.1X  of  all  applleanta  for  aslistBcnt  are  dlafualtftad  for  failure  to 
Mat  current  ^yaleal  atandarda.*  Although  thla  report  eltad  data  far 
1973,  phyaleal  atandatda  have  raaalned  aatarlally  the  aaaa  through 
tha  praaant.  Varlatlona  la  phyaleal  atandarda  aa  preaerlbed  la  the 
■AIB  atudy  would  aerva. to  booat  tha  proportion  of  phyalcally  quallflad 
applleanta  by  S.»  froa  86.9Z  of  tha  pool  to  92.1Z.  In  tha  llluatratlve 
ahortfaU  projaeted  for  1985,  thla  action  would  yield  5,000  additional 
U yaar-old  nale  aeeeaaiona. 

b,  Chan|ct_lnjBmtalj2tudajda_farjenllaam 

Mantdl  and  educational  atandarda  for  anllataant  have  been  adjuated 
Muy  tinea  In  tha  early  jraara  of  the  AVT,  eapaclally  with  tha  advent  of 
favorable  aupply  eondltlona  In  FT  1975  and  FT  1976.  Thla  la  aeon  In  the 
eonparlaott  of  tha  61.7*  applicant  aelaetlon  rate  for  FT  197*  and  the 
lower  57.5*  aelaetlon  rata  In  FT  1975  portrayed  earlier  In  Table  2 

Tha  FT  197*  aelaetlon  rate  employed  to  project  tha  likely  aupply 
of  aecaaalona  In  each  of  three  aeenarloa  refleeta  the  I'cea  reatrletlve 
atandarda  prevailing  In  that  year.  The  projcctiona  define  the  aaxloue 
aMbera  of  young  nan  whe  could  ba  aer.eaaaid  in  the  future  according  to 

• Manpower  Raaeareh  and  Oata  Analyala  Canter  report  no.  HP  76-2,  July  1975. 
Earlier  atudlea  cite  phyaleal  dlaquallficatlon  rataa  of  tha  aane  aagnltude. 
See  for  exanpla  Blnkln  and  Johnaton’a  aatlaate  of  11*  In  All-Volunteer  Armed 
Forcea;  Preareaa.  yroblewa.  and  Proapecta.  June  1973.  “ 
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■MBterdi  In  rf  197*.  H«d  «•  tittiaad  tht  FT  1976  ••lacnlon  r«t«,  th* 

■■In  (hortfall  In  n 196S  would  b«  avon  grcator  than  th«  19,000  projactad 
for  tha  rapid  aconeale  growth  caaa. 

Ilnea  tha  ahortfall  ptojactlon  alraadp  praatmaa  tha  Sarvlcaa  would 
Mtowitleallp  raturn  to  TT  197*  anllatMnt  atandarda,  furthar  actlona  to 
raduea  tha  ahortfall  would  includa  tha  allalnation  of  tha  raanlnlng  aantal 
•ad  adueatlonal  raatrletlona  th«  Sarvlcaa  lapoaad  prior  to  FT  197*.  In 
tha  aatraaa,  all  aaeh  raatrletlona  could  ba  walvad  aaeaptlng  atatutorp- 
raatrletlona  on  tha  anllataant  of  aantal  eatagorp  V applleanta. 

Tha  ttppar  hound  on  tha  nuabar  of  additional  applleanta  who 
eould  ba  aada  allglbla  for  anllatacnt  ^p  thla  action  can  ba  aatlaatad 
bp  noting  that  13.31  of  all  applleanta  la  FT  1973  wara  dlaquallflad 
for  anllataant  according  to  tha  aantal  and  adueatlonal  atandarda  pra- 
valllng  that  paar.*  Hantal  eatagorp  T paopla  ara  axpaetad  to  rapraaant 
d.SZ  of  tha  applicant  pool  In  FT  1983.**  Tha  dlffaranca  batwaan  tha 
tM  flguraa,  6.81,  aaaauraa  tho  naxlmia  proportion  of  tha  applicant  pool 
that  eould  addltlonallp  ba  aada  allglbla  for  anllataant  bp  valving  all 
8orvleo>lapaacd  aantal  and  bducatlonal  atandarda.  If  all  applleanta  In 
aantal  catagorlaa  I through  IV  wara  pamlttad  to  anllat  In  FT  1989, 
aacaaalona  could  bo  Incraaaod  bp  6,000  froa  78,000  to  8*, 000  with  a 


* Tha  13.31  flgura  la  dead  la  KAKDAC  raport  no.  M(76-2,  Julp  1975.  Bacauaa 
atandarda  wara  not  ralaad  apprcclablp  froa  FT  1973  to  FT  197*,  tha  flgura  la 
a raaaonabla  aatlaata  for  FT  197*  aa  wall. 

**  Tha  aantal  eatagorp  V ahara  of  the  applicant  pool  la  baaed  on  aaclnatea 
davaloped  earlier  In  tha  chapter  to  charactarlia  tha  applicant  pool  In  future 

paara. 
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eWTMpoodtBS  raductlon  in  th*  ptojtctad  ahortfall.  Wivar  of  otasdardo 
axtatlai  prior  to  TT  1974  on  a aalaetlva  baaia  vouU  of  eooraa  plalil 
MaiUar  Ineraaaea  In  aeeoaaiona  aupplp. 

tha  valvar  of  Sarvlea-inpoaad  raaerletlona  could  alao  poaa  aoaa 
•ndaalrabla  eonaaquancaa,  aapaelally  In  tha  eaaa  of  allalnatlnp  all 
non-atatutory  raaerletlona.  Xataa  of  attrition  In  tralnlns  and  Involuntary 
Sarvlea  dlacharga  for  tha  naw  aeeaaalona  troop  could  rlaa  vail  abova  tha 
avarata  lavala  for  battar  quallflad  aeeaaalona,  eraatlng  aubataottal 
additional  eoata  to  tha  Sarvlcaa.  Slnllarly  tha  anllataMnt  of  thaaa 
app.lleanta  could  hava  nagatlva  lapact  on  ovarall  forca  affaetlvanaaa.  Tha 
daclalon  to  aaarciaa  ehla  option  vould  raqulra  eonaldaratlon  of  thaaa 
eonaaquancaa. 

e.  Tha  provlalon  of  oecupatton-apaclfle  anllafant  bonuaaa 
During  the  tranalelon  frov  tha  draft  anvirowMnt  to  tha  AVP 
bonuaaa  mra  uaad  to  attract  applieanta  to  anllat  for  aaalgnaint 
to  apeelfle  occupatlona.  The  Atay  conbat  araa  bonua  la  the  principal 
exenple.  An  unpublished  atudy  conducted  by  the  General  Research  Corporation 
for  the  OSD  (H&RA)  Indicates  that  these  bonuses  had  the  effect  of  redis- 
tributing applicants  away  frov  occupations  without  the  bonus  provision 
to  occupations  with  the  provision.  Tne  bonus  thus  served  to  counterbalance 
the  original  preferences  of  some  applicants.  The^study  suggests  that 
the  bonus  provisions  Influenced  fa*  additional  people  to  apply  for  anllstaent. 
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To  tho  extont  ehot  bontuoo  can  effectively  coopeneete  for  other 
uoeetlefectory  feecuree  of  the  epeclfic  enlietaent  offer  extended  to  each 
applicant,  it  la  poeeible  that  aany  appllcanta  could  be  induced  by 
Job  bonuaea  to  accept  enlistment  offers  that  they  would  othenriae  reject.  * 

FY  1974  data  for  DoD  applicants  in  mental  categories  I and  II  combined 
sbov  that,  while  an  eatimated  87Z  were  physically  and  mentally  qualified 
for  enlistment,  only  74. 5Z  accepted  the  specific  enlistment  offers  extended 
by  the  Services  to  which  they  applied.  The  difference,  12. SZ,  is  an  estimate 
of  the  proportion  of  all  enlietnent-eliglble  applicants  who  rejected  Service 
eeliacment  offers  because  the  particular  terms  were  unacceptable. 

It  la  possible  that  a system  of  well-designed  bonus  provisions 
could  significantly  reduce  applicant  rejections,  perhaps  cutting  the  pro- 
portion by  a third.  This  assuaiption  implies  that  an  additional  4t  of  the 
applicant  pool  could  be  induced  to  enlist  by  overcoming  initial  appll- 
cant  preferences  with  compensating  bonus  payments.  Such  an  effect  would 
yield  approximstely  4,000  additional  accessions  in  1985. 

The  costs  of  providing  bonuses  to  achieve  this  effect  cannot  be 
dcitermlned  with  currently  available  Information.  However,  total  expendi- 
tures associated  with  che  selective  provision  of  appropriately  scaled 
bonueea  for  specific  occupations  would  likely  be  leas  than  the  cost  of 
financing  a general  Incrcaae  in  regular  mllltar/  pay  accruing  to  all 
secessions  to  effect  a comparable  increase  In  total  accaesiona. 
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4.  Iaere««ed  «el«ctton  of  feMle  «ppllc«nt» 

th«  co^osltion  of  the  18  year-old  female  population  «aa  anat/aed  in 
the  aame  manner  aa  the  male  group,  Hlatorical  and  projected  data  for 
ft  1972  through  FY  1985  are  displayed  In  Table  7,  gmoloyment  nro- 
Jectlona  for  unenrolled  young  women  are  baaed  upon  the  aaaunptlona  of 
the  rapid  economic  growth  scenario. 

One  ia^rtant  dlatlnctloii  la  Chat  only  4. It  of  women  In  the  avail- 
able pool  applied  for  enliatment  In  FT  1974  In  contraat  to  54. 2X  of  all 
available  18  year-old  malea  who  applied  for  enliatment  In  Che  aame  year. 

Ihia  may  be  explained  by  the  different  attitudes  that  men  and  women  may  hold 
toward  working  in  military  occupations,  especially  with  regard  to  those 
who  have  family  responsibilities,  and  by  the  "self  disqualification"  of  some 
women  who  recognised  that  they  did  not  meet  the  stlffer  educational  require- 
ments which  the  Services  have  imposed. 

In  addition  to  accepting  only  female  high  school  graduates, 
the  Services  currently  impose  more  restrictive  enlistment  standards 
on  female  applicants  than  for  males.  This  Is  evident  In  the  com- 
parison of  FT  1974  appllcsnt  selection  rates,  46. OX  for  women  vs.  61. 7X 
for  18  year-old  men.  Physical  standards  are  materially  the  same  at  the 
present  time,  but  Mntal  standards  are  significantly  different.  Even 
Chough  female  applicants  are,  as  a group,  better  qualified  than  male 
applicants  In  terms  of  mental  category  achievement,  the  proportion  selected 
Is  markedly  lower.*  The  differential  standards  also  aaslst  the  Services 
in  enforcing  quotas  for  women  accessions. 

* For  example,  39X  of  all  18  year-old  women  who  applied  for  enlistment 
In  FT  1974  were  mental  category  I and  II,  compared  to  24X  of  all  18  year-old 
male  applicants. 
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Km  Mlaetloa  nt«  for  foaoloo  could  approach  tha  aala  aalacClOB 
rata  If  tha  Sar/leaa  aovod  to  a^ltaa  aaatal  and  adueatlnial  ataadarda  for 
an  nd  nan.  Bp  aubatltutlnt  tha  n 1974  aalactlon  rata  for  aala  '.ppllcnta 
aa  tha  poaalbla  rata  for  nan  la  ft  1985,  a eooaldarablp  lactar.nabar  of 
faaala  applleanta  could  ba  aceaaaad.  Ilghat  rataa  for  naan  nold  plaid  at 
laaat  2,000  additional  aeeaaaloac.*  To  achlan  thla  affaet,  howrrar,  guotaa 
raatrletlng  tha  nuabar  of  faaala  accaaaloaa  nald  hava  to  ba  allalnatad  at  tha 
aaaa  tlaa.  It  ahould  ba  racogaltad  alao  that  aarp  othar  faetera  could  eooaplra 


to  Ineraaaa  tha  aupplp  of  a 
batnn  now  and  1985.  Tor 


aceoaaloaa  aa'  l .bora  thaao  projactlocia 
pla,  ehaagaa  la  faaala  pare^tlooa  about 


tha  aqualltatlon  of  opportualtp  In  tha  ataad  foreaa  aa  anil  aa  agual  aallat* 
ant  atndarda  could  produea  a guntua  Juap  In  tha  auabara  of  aoaan  Making 
to  anllat  bp  1985. 

*.  Ineraaalna  tha  81aa  of  tha  toellcnt  fool 
a.  Hllltarp  pap  ralaa 

With  tha  aaeaptlon  of  eonaerlptlen,  ralaaa  la  allltarp  pap  offer 

tha  aaat  direct  aaana  for  Ineraaalag  tha  nuabara  of  pouag  an  aho  apply 
for  nllatant.  A coaprehnalaa  aeonoaatrle  aoalpala  of  anllataant  bahavler 

for  tha  paara  1958  through  aid-1975  vaa  conducted  under  contract  by  tha 
Cenaral  Kaaearch  Corporation  for  the  Oafanaa  Manpouar  Conlaaion.  The 
otudp  Included  a conparatlva  analyala  of  tha  variout  anllataant  aupplp 
aedala  tredltlonallp  aaployed  by  aconoatata.  to  aatlaate  the  ralatlonahlp 
bacuan  changaa  In  allltarp  pap  and  anllacaant  rataa. 

* Thla  la  a conaarvatlva  figure  baeauaa  It  doaa  not  taka  account  of  tha  affect 
aquallcad  atandarda  would  hava  on  "aalf  dlaquallflcatlona."  It  la  llkalp  that 
aoaa  naan  aa  a raault  would  apply  who  would  not  otharwlaa. 


'S. 


iV-  - - • 


- i€ 


Wi 

f 


Th«  CRC  itudjr  Indicates  that  pajr  Incraaaas  can  ba  aaad  affactlvaly 
to  locraasa  aecesaiona.  Par  oxanplt,  tha  study  auuaatt  that  a lOt  Incraaaa 
In  pay  could  ylald  aa  nuch  as  a 14Z  Incraaaa  In  anllataanta,  a 20Z  Incraaaa 
In  pay  could  ylald  a 2(Z  Inctaaaa  anllataanta,  and  so  on.* 

lha  Cite  study  supports  tha  Cataa  Conalaalon  flndlaf  that  pay 
Incraaaaa  (or  dacraaaaa)  can  altnlflcantly  Incraaaa  (or  radaca)  voluntary 
anllataanta.  Aaaualng  that  tha  saaa  ralatlonahlp  hatwaaa  pay  Ircraasaa 
and  anils  taant  bahavlor  will  obtain  for  tha  targat  population  la  MtS,  171 
la  tha  flgura  by  ^leh  nllltary  pay  would  hava  to  bo  taeraaaad  to  allalnata 
tha  lt,(X)0  nala  shortfall  projaetad  la  tha  rapid  growth  seanarlo.** 

1.  haductlona  In  tha  WmAara  of  hacnilta  haodad 
a.  Ifflclanclaa  in  racnilt  acraanlng 

Annual  sccaatloo  goals  can  ba  raducsd  If  tha  Prasldaat  and  tha 
Coograas  dataralna  that  a radueod  forca  strangth  la  aufflclant  to  aaot 
national  aacurlty  objactlvas.  Uhan  national  oaeurlty  objactlvas  do  not 
warrant  this  juganant,  accaaslon  goals  can  ba  raducad  only  by  Introducing 
afflelanclaa  'In  Sarvlca  raerultlog,  training,  and  nanpowar  utlllaatloo. 


* Hodal  valuaa  for  tha  astlaatad  alaatlelty  of  tha  anllatnant  rata  with  raapact 
to  pay  variations  wars  1.2  and  1.4;  tha  lattar  flgura  la  sold  to  eaptura  tha 
cuwlatlva  offset  of  pay  ralaaa  accoapanlad  by  boosts  la  Sarrtca  rocrutttng 
actlvltlaa  (axpandod  racrultlag  staffs,  nors  satanslva  advartlslng,  ate.)  of 
tha  kind  that  parallalad  Incroasas  In  nllltary  pay  during  and  Innadlataly 
following  tha  transition  to  tha  AVP.  Hodal  alastlcltlaa  for  Amy  voluntary 
anllataanta,  aantal  catagorlas  I - III  coWblnad,  sra  cltad  bacausa  tha  Amy 
data  for  this  group  ara  iaast  sanaltlvs  to  aatlaatlon  btaaaa  Inducad  by  tha 

danand  raacrlctlona  (aalaetlva  racrultlag)  that  eftan  obscura  Air  Pores  and  / 

Ravy  anllatnant  data. 

**  1.4  tlnas  a 17.401  pay  Incraaaaa  ylalda  a 241  lacraasa  la  snllatnants; 

78,000  18  yaar-old  nala  accaaalons  Incraasad  by  241  ylalda  97,000  accaaaiona, 
tha  DoD  raqulranant  In  1981. 
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Iha  Initial  Mlcctlon  cl  applicant*  for  anllataant  and  aaalpiaant 
ts  Santca  occupation*  la  the  latcvap  to  formal  trainlnt  ud  utlllaatlon 
on  the  Joh.  It  la  hare  that  algniflcant  afflciencla*  can  be  achieved  Chet 
rceult  in  reduced  racurltlnp  need*  vlthouc  loa*  of  force  effeetlveneaa, 

da  analyaia  of  the  traditional  amad  force*  aalectlon  and  aaalpawnt 
procea*  daaonatrate*  chat  laproved  aalectlon  teat*  and  dudlciou*  aodlftcatlraia 
to  aalectlon  atandarda  for  occupation*  could  produce  a algnlflcant  raductlon 
In  flrat-tam  attrition  froa  Sarvlc*  (Involuntary  dlachargca)  and  the  coate 
aaaoelated  with  attrition.*  It  la  ahown  that,  at  current  rate*  of  Involuntary 
dlacharge,  fewer  than  75  out  of  every  100  DoD  acceaaiona  nay  ha  expected  to 
perfota  aatiafactorlly  throughout  the  flrat  tarn  of  eallataant, 

d aechod  for  eatabllahlng  altematlvaa  to  axlatlng  aelacclon  atandarda 
for  job*  la  developed  that  ahowa  how  recruit*  can  be  aaalgned  Co  occupation* 

In  which  thay  are  anat  llkaly  to  perfom  aatiafactorlly.  Va*  of  the  alternative 
atandarda  would  reduce  the  aatlnated  nuabera  of  recruit*  aaalgned  to  each 
occupation  needed  to  produce  the  rai|ulr*d  nunber  of  aurvlvor*  (fully-qualified 
and  reliable  people  who  eonplat*  the  full  tern  of  enllatnent). 

The  analyala  concluda*  that  laproved  applicant  acleetlon  for  occupa- 
tional aaalgnnanta  can  be  achieved  that  would  perelt  the  DoD  to  reduce  annual 
acceaalon  requlraaent*  by  3X  to  it,  or  a ahortfall  reduction  of  3,000  to  d,000 
In  R 1985.  Each  of  the  Service*  aponaor  continuing  reaearch  to  develop  aor* 
effective  acreenlng  and  aaalgnneot  program*.  Thaa*  effort*  aupport  th*  expect- 
ation that  properly  directed  and  adequately  funded  reaearch  can  culminate  In 
aconoalea  of  thl*  magnitude  by  1985. 


* Saa  th*  DHC  acaff  atudy  "Job  Selection  Standard*  In  th*  Armed  Forcea,"  by 
Jama*  W.  Abellara. 
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♦ . Th«  8ff«ctlv«n«t»  and  Coit  ot  Alfnuttirt  R«tponM« 

in  «nttual  ahortfall  ••  t^Mt  u 20X  my  ra^ulra  • Mrla*  of  rooponooi 
CO  elooa  tha  gap  bacvaan  accaaalona  aupplp  and  daaand.  iaeog  tha  aarloua 
raapooaaa  dlaeuaaad  in  tha  prccading  aaetloa,  tha  alllcary  pap  ralaa  aloaa 
offara  tha  aaana  for  allalnatlog  a aajoT  ahortfall  olchoac  raaortlng  to  otbar 
aaaagaaant  actlona.  laeh  of  tha  alcaraatlaaa  to  a pap  iaetaaaa  aehlaaaa  a 
llaltad  affacC,  but  aultlpla  actlona  can  aignlfleaaclp  tadoca  ox  allalaata 
tha  accaaaloaa  ahortfall  projactad  to  occur  hp  IMS  if  rapid  aatioaal  aeoaoaic 
growth  ia  raaliiad. 

lha  choiea  of  tha  appropriata  raapoaaa(a7  auat  alao  taka  account  of 
tha  raopacctva  coata  aaaociatad  with  aach  rppa  of  action  ralaciva  to  tha 
aatinatad  affaec.  In  ganaral,  a nilitarp  pap  incraaaa  ia  ^ eonparatlralp 
coaclp  raaponaa  to  a pandlng  ahortfall.  in  appropriata  naaaura  for  coaiparlng 
coata  la  tha  aatinatad  coata  par  paraon,  indlcatad  bp  tha  aaaraga  anpandltura 
naadad  to  roduea  tha  ahortfall  bp  ona  accaaaleo.  Thaaa  coata  haaa  baan  aatinatad 
for  aach  of  aii  poaalbla  aanaganant  raapooaaa. 

To  ainpltfp  *ha  dlacuaatoo,  currant  coat  data  la  aaad  in  tha 
eoapucatlooa  balow.  Thua,  tha  flguraa  for  aach  raaponaa  mdaraatlaaca 
tha  probabla  coat  par  paraon  in  noninal  IMS  dsllara,  but  cba  ralatlva 
ranking  la  not  affaccad.  Tha  raaponaaa  ara  praaantad  accerdlog  to 
ralatlva  coat  in  aacaoding  ordar. 

a.  kariaa  aniatlng  aalactloo  ataodarda  for  larulca  occuaatiooa 
Thla  action  haa  cba  aultlpla  baoaflta  of  raduclag  acctaaloo  raqulra- 
■anta,  attrition,  tad  tha  coata  of  attrition.  Aa  indlcatad  in  Chapter  VII, 
a apatanatlc  ravlaloo  of  occupational  aalactloo  atandarda  could  anabla  tha 
Sarrlcaa  to  roduea  thalr  ovarall  racrultlng  quotaa  bp  at  loaat  3X.  Tor  aa 
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18  srur-eld  quote  of  9}, 000  end  7,000  feeeles  in  198S,  this  eaounte 

to  e reduction  epproxiaeteljr  3,000  eele  eeceeeione  required  end  200  (eaelee. 

fbe  people  ebo  would  no  loncer  be  eeeeeeed  uuuld  Include  Mlp  thoee 
reerulte  who  would  otherwlee  be  involunterlly  dlecherged  fr^  eerwtee  eoM 
tlae  prior  to  coepletlnf  the  firet  ten  of  enlletaent.  The  awerive  eelerp 
thet  eccruce  to  eech  pereon  Inrolunterllp  dlachecged  le  epprozleetelp  $7,700, 
iuppoeing  thet  It  eoete  ee  euch  ee  $1,000,000  to  develop  end  lapleaent  the 
revleed  eelectloa  etenderde,  the  net  eevlnee  nede  poeelble  through  e reduction 
In  the  requireaent  for  If  peer-old  aelee  bp  3,000  (trot  97,000  to  99,000)  la 
aatlaeted  to  be  $7,300  per  aeeeeeion. 

b.  toiellee  eele  end  tenele  eelectlon  retee 
The  allalnetlon  of  raatrlctlva  eelectlon  atenderda  epplplng 
apeclfleellp  to  feeelea  would  likelp  bring  the  fenale  eelectlon  rata 
up  to  the  current  eele  rate,  or  61. 7X.  At  thle  level,  faeale  aeeeaalona 
would  Inereeee  free  7,000  projected  for  1985  to  9,000.  Selection  of  the 
additional  faeale  accaaalone  to  neat  the  eale  raqulreeant  would  thua 
reduce  the  eale  ahertfall  bp  2,000. 

the  coat  lapllad  bp  the  nttltetaenc  of  one  waeen  to  replace  the 
raqulreeant  for  one  eon  would  Include  erpendlturce  for  altering  living 
facllltlae  to  aceOModata  the  additional  woeen  aeeeaalona.  Through 
affective  paraonnel  eanagaeant  and  planning,  the  lapllclt  coata  aaeoelated 
with  dutp  reatrletlona  ee  woean  can  be  avoided. 

The  aubatltutlon  of  woeen  for  eala  aeeaaalona,  while  not  eoatlaaa, 
would  probablp  eonpare  favorablp  with  all  other  ahertfall  reduction  actlona 
aacaptlng  tha  ravlaion  of  occupational  eelaetlon  atandarda. 
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c,  L««»  r««trictlv  phy«lc«l  «t»n<i«rd»  for  «nlt«fnt 

Th«  RAND  itudy  cltad  aarllair  ••elaattf  that,  aftar  cooaldarlng 
tha  coata  of  dlaablllty  coapanaatlon  and  tha  hlRhar  diaablllty  rataa  lapllad 
by  valvar  of  uanacaaaarlly  raatrlctlva  physical  standards,  aach  additional 
racrult  acesssad  vould  cost  $200. 

An  additional  3.8Z  of  tha  applicant  pool  could  ha  accassad  If  physical 
standards  vara  lovarad,  raising  tha  aala  salactlon  rats  fna  (1.7X  to  63. SX.* 
Aaong  127,000  IS  yaar-old  smIs  applicants,  slnost  4,000  additional  racrulta 
could  ba  accassad,  cutting  tha  projacted  nala  shortfall  frca  19,000  to  14,000. 

d.  Rrovtslnn  of  anllatnant  bonuaas  for  salactsd  oecopatlom 

Tha  axpandltura  nacasaary  to  Indues  as  aany  sa  4,000  additional 

guallflad  applicants  to  aecapt  Sarvlca  anllataant  offers  (saa-thlrd  of 
thosa  quallflad  applicants  sbo  will  otharwlsa  rsjact  aallataant  offars) 
can  ba  nlnlnltad  by  conducting  a conprshanalva  and  contlnnlng  avsluatlon 
of  applicant  job  prafarancaa  ralatlva  to  thalr  pay  prafarsacaa.  Tha 
caraful  datamlnatlon  of  tha  approprlata  bonus  aaounta  and  occupations 
for  which  bonus  provisions  yield  aaxlnua  affact  can  Insure  Chat  the 
required  aapendlcuraa  par  additional  accession  will  raaaln  wall  below 
the  coat  of  achieving  a eonparabla  affact  by  Increasing  tha  ganaral  laval 
of  allleary  pay  for  all  recruits. 

a.  Increase  In  tha  ganaral  level  of  allltsry  pay 

Tor  a pay  elasticity  of  1.4,  a 24.36X  Incrsasa  In  aala  acessslona 
(19,000  additional  recruits,  frow  78,000  to  97,000)  can  ba  achlavad  by  In- 
creasing allleary  pay  by  17.40X.  At  currant  pay  levals,  raerults  asm 


* Although  an  additional  3.2X  would  qualify  In  teraa  of  now  physical 
standards,  not  all  would  accept  tha  snllacaant  offer  or  qualify  according 
to  BsnCal  standards. 
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$17,730  durti^  th«  average  Initial  enllatacnt  tan.*  The  pay  taiaa  needed 
to  elledsate  tha  aala  lecnlt  ahoTtfall  eould  Inereaae 'the  average 
racxute'a  earslnga  to  $^0,S3S.  reerulta,  tha  78,000  young  mo  and 
7,000  young  voaan  expected  to  anliat  without  a pay  raiaa,  as  well  aa 
tha  additional  19,000  18  year-old  aalae  naeded  to  clone  the  raguiraaent 
shortfall,  would  realtxa  tha  hlghar  earnings.** 

The  hlghar  level  of  pay  that  would  accrue  to  104,000  aala  snd 
faMla  18  yasr-old  rscrult*  would  Incraasa  total  salary  costa  hy  $320.8 
■lllloB.  la  addition,  the  cost  of  paying  aalarlaa  to  19,000  accaaalons 
at  the  baaa  rata  would  ha  $337.3  allllon.  Thus,  the  coat  per  additional 
accaaslon  to  close  tha  recruiting  gap  would  be  $34,836. 

f.  Inllataant  of  all  phyalcally  Qualified  applicants  except 
aental  category  i 

This  action  would  qualify  an  additional  6. IX  of  tha  applicant  pool  for 
enllatnent  both  phyalcally  and  Mntally  if  all  Servlce-lapoacd  rsatrlctlona 
on  Mntal  and  educational  suitability  wars  ellalnatad.  The  selection  rata 
would  rlaa  by  a slightly  aaallar  saount,  fron  61. 7X  to  66. 7X,  aftar  taking 
account  of  the  proportion  of  ncwly-quallfled  applicants  who  would  reject 
the  anllstaent  offer.  A net  Increase  of  6,000  Bale  accessions  would  result. 

The  costs  of  Increasing  accessions  In  this  aonnar  cannot  be  aatlaated 


with  avallabla  data.  Due  consideration  Bust  be  given  to  the  hlghe 


* People  who  coaplate  the  full  tens  of  enllatnent  earn  aore,  but  those 
who  are  Involuntarily  discharged  during  Che  first  three  years  of  Service 
(2SX  of  all  recruits)  earn  substantially  less  In  basic  pay,  quarcara,  and 
subsistence  prior  to  discharge. 

**  These  cosputatlons  ere  on  the  conservative  aide  because  they  do  not 
Include  tha  coats  of  higher  pay  rates  that  would  obtal.i  for  other  nllltary 
personnel,  the  autoisatlc  consequence  of  Increasing  pay  for  new  enlistees. 
In  order  to  aalntaln  a reasonable  wage  ^leparaClon  across  grades,  E-2  to 
1-9  pay  and  officers'  pay  would  have  to  be  Increased  aoae  percentage, 
Stallarly,  the  l^>act  of  a broad  pay  Increase  on  retlrcnent  pay  scales 
Is  not  Included. 
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M<|iMse«d  Ixom  ao«e  to  lout  eoac-cffoctlTO.  The  tut  eolm  Indlcctoa 
tlw  utlutad  poiemtcgo  Incru**  la  pop  that  mold  ba  naadad  to  clou 
i^taaar  gap  taaalna  at  uch  laral.  Thau  flguraa  auggaat  that  a aaquasea 
of  aaaua**at  aetiona  could  aarva  to  raduca  a recruiting  ahortfall  as 
grut  u 2m  vithout  rasortlng  to  a algnlficut  pap  lacraau.  The  ciaau- 
lattaa  iapaet  of  aultlpla  raapouea  axcaada  tha  auai  of  effects  for  the 
utlona  taken  Indlvlduallp  buauu  acaa  reaponus  interact  with  othara 
to  produce  coapoundad  raaulta. 

1,  A Short-Tsu  laaponu  to  Smply  Shortfalls 
•Tbs  aupplp  projactlou  developed  for  three  scenarios  of  national 

uononlc  growth  portray  the  conaaquencu  of  gradual  changes  in  civilian 
aaployunt  condltlona.  Rullstlcally,  conditions  change  rapidly  iron 
yur  to  yur  even  while  a given  longer-tem  trend  contlhuea.  Tesporary 
ahlfta  in  civilian  eaployncnt  condltiou  can  lud  to  shortfalls  in  the 
cue  of  noderate  and  slow  as  well  as  rapid  econoaic  growth. 

Tor  euaple,  recruiting  prospects  for  the  noderate  econoaic  growth 
projection  in  rr  1977  are  a naxlnua  supply  of  106,000  18  year-old  male 
aeecsslona,  exactly  notching  the  Services'  daaand.  An  unpredictable 
shift  in  eaployaent  conditions  could  reduce  the  supply  by  several  thousand, 
thereby  crutlng  a shortfall  of  the  sane  ugnltude. 

As  an  alternative  to  the  various  unagenent  actions  that  could  be 
taken  in  response  to  the  hypothetical  shortfall,  tha  Services  could  elect 
to  accept  the  reduction  without  further  action. 


Thl«  choic*  BAy  b«  defensible  If  several  conditions  ere  satisfied. 
iFlrst*  the  Services  oust  judge  that  the  shortage  will  not  result  in  a 
critical  reduction  of  force  effectiveness,  a condition  that  is  likely 
to  he  satisfied  tfhen  the  shortage  amounts  to  only  a few  percent  of  the 
total  accessions  requirement. 

Second,  there  must  be  evidence  that  the  circumstances  uaderlying 
the  supply  shift  are  teaipocary.  If,  for  instance,  there  are  eound  reasons 
for  projecting  a rapid  return  to  substantially  more  favorable  supply 
conditions.  It  should  be  possible  to  adjust  racruitlog  efforts  in  the 
following  year  to  absorb  the  shortfall. 

The  distinguishing  feature  of  this  alternative  la  that  it  Implies 
no  sudden  changes  to  4e..listment  standards,  recruiting  practices  and  programs, 
or  the  military  pay  structure.  The  merits  of  passively  accepting  a ahortfall 
aa  an  alternative  to  other  positive  management  actions  must  ba  weighed  by 
the  Services  and  the  DoD  in  the  context  of  a temporary  and  aodeat  deviation 
from  otherwlaa  favorabla  supply  conditloni. 

▼1.  snismvmr  o»  the  peojectiows 

Tba  foragolng  projaetlona  may  not  be  realised  If  the  various 
assumptions  on  which  they  are  baaed  do  not  obtain.  It  la  Impractical 
to  develop  alternative  projection#  for  each  of  cha  many  pammtatlona 
and  comblnatlona  of  condition#  that  might  influenca  the  proepects  for 
amatalning  acceesion  requiremanta.  Hovever,  certain  kay  aamimiptlons 
are  discueeed  to  illuatrate  how  accesalona  supply  snd/or  ilsmsni  will 
be  affected  if  theee  aasumptiona  are  proved  unreasonable  by  future 
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A,  AMsmptleng  R«K«rdlna  M*ltt«rT/Clvtll«n  Fay  K«tlo»  «aJ 

School  Enroll»ent  lUit«» 

All  thTM  •eonoalc  trovth  lewurlot  7t«U  ptoJcetlsBa  of  tlw 
Mallahl*  pool  sad  opplicuit  oupplp  vhlch  on  baood  on  tha  ■••lavtloD 
that  tha  zaclo  of  ailltary  pap  to  civilian  aarolnga  «111  ranala  eosatast 
throughout  tha  nast  daeada  at  tha  laval  pravalllng  todap.  Thla  aaoia^tlos 
will  not  obtain  If  futura  allltarp  pap  Incraataa  varp  fros  tha  avaraga 
civilian  pap  Ineraaaaa. 

In  ganaral,  a alow  rata  of  Incraaaa  In  Kllltarp  pap  ralatlvo  to 
civilian  pap  nap  raault  In  algnlflcant  ahortfalla  prior  to  198S  if  rapid 
acoiwnlc  growth  occura;  ahortfalla  could  alao  raault  In  tha  nazt  flva 
paara  If  tha  civilian  aeonoap  anpanda  at  a aodarata  paca  whlla  tha  pap 
ratio  dacllnaa. 

Tha  varlouB  projactlona  arc  baaed  on  a national  achool  "continuation" 
rata  for  IS  pear-olds  asauaed  to  raaaln  constant  at  the  level  experienced 
In  school  paar  1973-1974.  Econoale  thaorp  auggeats  that.  In  tha  caac 
of  alow  aconoalc  growth,  achool  enrollaant  rates  for  this  age  group 
could  drop  below  this  level  In  response  to  declining  ratuma  to 
Inveataanta  In  education. 

Hie  costa  of  attending  college-level  public  Institutions  full- 
tlaa  are  projected  to  Increase  aoce  than  12Z  In  constant  dollars  over  a 
tan  pear  period  ending  in  1985,  and  the  cost  of  attendance  at  private 
institutions  will  increase  alaost  211.*  Thus,  the  rising  coat  of  a college 
education  could  put  downward  pressure  on  achool  enrollaant  rates  even 
while  the  econowp  grows  at  a aoderate  rate.  lower  enrollaant  rates  portend 
a larger  pool  of  young  aen  and  woaen  available  for  enllstaent  than  otherwise 
projected  In  these  two  scenarios. 


* Figures  developed  fron  Prolectlons  of  Educational  Statistics  to 
1983-1984,  1974  Edition.  National  Center  for  Education  Statistics. 
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lapld  KonoBlc  growth  xy  b«  tccoaptnlod  b/  hlghor  tbta  avarag* 
lacraaaaa  In  raal  aamlnga  for  collaga-tralncil  paopla.  If  ao.  tha  hlghar 
ratuma  to  Inva'taanta  in  aducatlon  could  offaat  tha  projactad  Incraaaaa 
In  raal  coata,  raaultlng  In  a fairly  atabla  anrollaant  rata  throughout 
tha  dacada.  Supply  projactlona  dawalopad  In  tha  rapid  aconoalc  growth 
acanarlo  aay  thcrafora  ba  laaa  aenaltlva  to  tha  conatant  achool  anroll- 
■aat  rata  aaataiptlon  than  althar  of  tha  othar  acanarloa. 

8.  Kapld  Econra^lc  Growth  Arcottpanlad  by  Raducad  Taraa  of 
bnllataant 

Tha  davalopuMnt  of  aupply  and  daaand  projactlona  thua  far  ara  baaad 
on  tha  aaauaptlon  that  Sarwlca  racrultlng  pollclaa  will  raaaln  aubatantially 
tha  aaaa  fron  1975  through  1985.  In  particular.  It  haa  baan  aaa«ad  that 
tha  avaraga  langth  of  tha  anllatnant  tarn  will  not  ^a  raducad  throughout 
tha  parlod. 

Tha  langth  of  tha  Initial  tarn  of  anllatnant  rarlad  algnlflcantly 
during  tha  yanra  of  tranaltlun  to  tha  ATP.  Tarloua  alx-yaar  anllatnant 
optlona  wara  Introducad,  and  tha  tvo-yaar  anllatnant  option  naa  gradually 
phaaad  out.  Tha  affact  of  thaaa  changaa  can  ba  naaaurad  by  tha  I4X 
Incraaaa  In  tha  avefaga  flrat  tarn  of  anllatnant  throughout  DoD,  up  fron 
2.9  yaara  In  FT  1971  to  3.3  yaara  In  FT  1974. 

Tha  ahlft  to  longar  anllatnant  tema  alao  aarved  to  raduca 
paraonnel  turnover;  tha  Amy  aatlmatea  that  actual  acceaalon  ragulrananta 
for  FT  1976  daclinad  by  15,000  or  20,000  aa  a raault.  It  la  arldent  that 
▼arlatlona  In  tha  length  of  anllatnant  tema  can  Influanca  acceaalona 
raqulranent  projactlona. 
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la  raapooM  to  • major  ahortfall,  It  !•  eoneoivablo  that  tba  Sarvtsaa 
would  eooaldar  raduclni  anllatmant  taima  In  tha  axpactatios  that  additional 
pa<9la  would  ba  attiaetad  to  apply  for  anllataant.  If  tha  Sarvltaa  alaetad 
to  ratittn  to  pra-AVF  anllataant  tara  pattama  in  tha  aarly  1980'a,  tha 
l^act  would  ba  fait  aa  aarly  aa  1983.  ly  1983,  accaaalon  raqolraaanta 
could  rlaa  aa  auch  aa  14Z  abova  eurrantly  projected  lavala. 

Supply  projactlona  for  tha  rapid  aconoalc  growth  aeanarlo  ara 
uaad  to  aatlaata  how  many  additional  18  yeafoM  aalaa  would  have  to 
apply  for  anllataant  to  warrant  ahlfta  In  anllataant  ta-aa  taaultlog  in 
a 14,000  Incraaaa  In  accaaalon  raqulraaanta  (111,000  or  14X  abora  tha 
orglnlal  97,000  aala  raqulraaant) . noting  that  (1.7X  of  all  appllcanta 

ara  aalactad  for  anllataant: 

111,000  accaaalona  “ (.617)  x (180,000  appllcanta) 

Slnea  tha  alza  of  tha  available  pool  la  projected  to  ba  234,000,  tha 
application  rata  would  have  to  ba  76. 9X,  on 

180,000  appllcanta  • 76. 9X  of  234,000  In  tha  available  pool 
When  contraatad  with  tha  currant  application  rata  of  S4.2X,  It  appaara 
that  an  additional  23X  of  ;ha  total  avallabla  pool  would  have  to  ba 
Induced  tu  apply  by  tha  proapact  of  a abort  anllataant  tara.  Thla 
corraaponda  to  a raaarfcabla  Incraaaa  of  42X  In  tha  ni^vra  of  young 
nan  applying  for  anllataant. 

It  la  certainly  not  clear  that  ahortar  taraa  of  anllataaot  would 
attract  now  appllcanta  on  thla  acale.  Farhapa  aelactlva  raductlona  In 
anllataant  taraa  for  a Halted  nuaber  of  racrulta  would  aarva  to  narrow 
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tlM  t»t  batvMO  accMaloo*  (upply  and  dauad,  but  ■ return  to  the  pr«-AT7 
pnttnm  of  cnllntMnt  tnm*  In  not  llknly  to  laprom  a tbortfall  nltuatlon. 

C.  jtid  Eduentlonal  itandarda  for  Inllataant 

lapllclt  1b  tho  aodarata,  alow,  and  rapid  aconoale  proitth  aupplp 
projaetlona  la  tha  aaauaptlon  that  tha  Sarrlcaa  will  ratum  la  futura  paara 
to  tba  anllntaant  aalaetlon  atandarda  aaplopad  In  FT  1574.  Altamatlvalp, 
tha  Sarrleaa  could  alaet  to  aalataln  tha  eonaldarablp  tlfhtar  ataadarda 
aaplopad  In  Tt  1*75. 

1.  Tha  lanaet  of  Haeant  Chantaa  In  Wantal  and  Mueatlonal  gtandarda 
Ona  alpht  axpaet  that  bacauaa  tlphtar  atandarda  warn  Inpoiad  o*nr 
tha  period  Item  FT  1971  to  FT  1975,  a najor  proportion  of  tha  applicant 
pool  naa  ancludad  froa  anllataant.  Tacbalcally  thla  la  tna.  4a 
anaalnotlon  of  applicant  atatlatlca  throughout  thla  parlod  ihowa 
chat  ona  out  of  arary  four  appllcanta  accaaaad  In  FT  197}  OoO^da 
uadar  tha  atandarda  praralllBg  at  that  tlaa  would  not  hawa  baaa 
accaaaad  by  FT  1975.  lowarar,  FT  1971  waa  alao  tba  final  yaar  of  tha 
draft,  and  aa  aany  aa  ona  out  of  awary  aavan  accaaalona  who  wara  than 
quallflad  for  anllataant  would  not  hawa  accaptad  Sarwlca  aallataont 
offara  In  tha  abtanca  of  lapllclt  draft  praaaura.* 

Tha  coablnad  affacta  of  tighter  anllataant  atandarda  and  tha 
tranaltlon  to  atrlctly  voluntary  anllatnanta  togathar  conaplrad  to 
raduca  tha  applicant  aalaetlon  rata  froa  77. 4Z  la  FT  197}  to  57. 5Z  la 
FT  1975.**  Tba  dlalnutlon  of  draft  praaaura  by  Itaalf  cauaad  tba 

* An  aatlaatad  12. 5Z  of  all  qualified  appllcanta  In  FT  1974  rajaetad 
Sarrlca  anllataant  offara,  or  ona  out  of  ovary  aavan  who  not  alnlaa 
nantal  and  phyalcal  atandarda. 

**  Additional  raatrlctlona  wara  lapoaad  betwaan  1 July  1975  and 
1 February  1976  (a.g.,  tha  axclualon  of  17  yaar-old  non-hlgh  achool 
graduate  appllcanta)  which  have  Induced  a further  decline  la  tho 
aalaetlon  rata.  Howavar,  tha  data  oaadad  to  aatlaato  tha  aalaetlon 
rata  for  thla  parlod  la  not  avallabla. 
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Mlaettos  rat*  to  daclla*  froa  77, 4X  to  M.SX,  Ti^tar  standard* 
rsdaead  ttia  rat*  ftrthati  froa  M.5X  to  S1.SX,  ttiM,  a ratnn  ta 
futwra  yaars  to  salaetloo  standard*  eparatlng  la  ft  1973  sithoat  ths 
aceo^^aBTlnt  affset  of  lapllelt  draft  praaaurs  aould  ptald  oely  a M.SI 
applicant  salaetlon  rat*.  Siallarly,  * ratum  to  standard*  szistlns 
in  rt  1974  t*  **tlaat*d  to  plaid  a tl.7X  salaetlon  rata,  tha  flgnr* 
naad  throuthout  th*  supply  pro j action  analyaaa  daralopad  aarllar, 

2.  th*  Iffaet  of  latalnlna  Tt  1975  gtaodarda 

rf  tha  Sarrleaa  ratals  ft  1975  aanCal  and  adaeatlonal  standards 
throughout  ths  naat  tan  paars,  shortfall*  will  ha  aora  llkalp  la  both 
th*  aodarata  and  rapid  scononle  groath  seanarlos. 

To  llliMtrata,  In  tha  cats  of  rapid  acenoaie  growth  a 57.52 
salaetlon  rata  lapllaa  that  bp  Ft  19(5  a aaainai  of  73,000  nsla  appli- 
cants could  ba  aceaaaad  to  naat  tha  97,000  ragulranant  projactad  for 
chat  paar.  If  aodarata  aconoale  groath  la  rsallaad,  th*  projactad 
supply  of  163,000  aala  applicants  will  plaid  only  94,000  aecMslons 
at  a 57.92  aslaction  rat*,  3,000  short  of  th*  ragulransnt. 

Tha  Satvlcas  hap*  danonatratad  conaldarabl*  flanlbllltp  la 
sotting  aantal  and  aducational  atandarda  in  past  paars.  Tarlaelona 
In  anllatnant  standard*  hap*  traditionally  baan  usad  a*  a naans  for 
adjusting  to  parplag  conditions  of  aecasslona  supply  and  daaand.  Tha 
sans  flaxlblllcp  will  snhancs  tha  proapseta  for  sustaining  aceasslen 
raqalrsnsnta  In  futur*  paar*  If  onfaporabl*  supply  condition*  at* 
raallsad. 
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D.  S«rrlc«  Itcrultliit  Effort* 

The  Coamltston  (tudy  which  csclutwd  eh*  affect  of  basic  pay  In- 
CTasaas  took  account  of  tha  eoaplaaantary  affect  of  Inteoslflad  racrultint 
actlvltlaa  which  accowpaaled  tha  pay  Incraaaas  occurring  in  racant  yaara. 

Thaaa  efforts  Included  tha  axpanalon  of  recruiting  staffs,  functional 
raorganliatlon,  graatar  advertising,  and  other  actions  designed  to  Increase 
tha  affactlvenaas  of  Service  recruiting  efforts.  (Sea  Chapter  III,  UCMIITING 
m MIUmT  rot  the  total  rotes.)  The  study  results  auggaat  that  accelar- 
atad  recruiting  efforts  served  to  increase  the  supply  of  aceasalona  to  aoaa 


If  tha  Sarvlcss  fall  to  Intensify  recruiting  efforts  la  this  aannar 
to  deal  with  a shortfall  in  the  future,  the  effect  of  any  contanplatad 
pay  Increase  on  accessions  supply  could  be  dlalnlahed.  Conversely,  If  tha 
eonpetltlvanesa  of  nllltary  conpenaatlon  la  pemlttad  to  decline  In  tha  future, 
tha  resulting  decline  in  accession  rates  will  likely  be  coapnundad  If  Service 
recruiting  actlvltlas  are  constrained  slnultanaoualy. 

I.  lataa  of  Reenlfatnent 

The  projected  DoD  requlrenent  for  active  forces  non-prlor  service 
accessions  that  aatabllshsd  tha  annual  danand  for  IS  ysar-old  nale  recruits 
asaunes  that  present  raenllstnant  rates  will  persist  In  tha  future. 

laanllatnsnt  rates  reflect  both  the  career  preference  of  people 
coafletlng  the  first  cam  of  anllstwent  satisfactorily  and  tha  raanllateant 
objactives  of  tha  Services.  In  general,  a slowly  or  noderately  expanding 
civilian  sconoey  la  unllkaly  to  Induce  eany  flrst-tem  anllstsd  people 
to  leave  active  duty  to  seek  altamatlve  civilian  pursuits.  Bowaver,  a 
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rapidly  «^aiidlag  •eenoBy  portend*  enhanced  civilian  aaployBent  opportimltlaa 
irtiich  al^t  Indue*  aoaa  people  to  leave  the  Servlea  «ho  would  otharwlaa 
reanllst.  Ib*  cona*<)ucnea,  a lower-than-expectad  reenllatacnt  rate,  would 
be  tranelated  Into  non-prlor  aarvlc*  acceealon  raqulreaant*  aacaadlng  the 
current  DoD  projection*.  The  ahortfall*  projected  earlier  lor  the  rapid 
econoelc  growth  acenarlo  conaequently  aay  be  underatated. 

Service  reenllataent  objective*  are  fund aee.n tally  deflnad  by  career 
force  atructurlng  conalderetlon*.  that  la,  the  Service*  have  detetalned 
the  proportion*  of  noncareer  people  (generally  thoae  aarvlng  In  their  flrat 
tare  of  anllataant)  and  career  people  (the  ranalnder)  that  would  beat  a*et 
Servlea  need*.  Currently,  projected  reenllataent  objective*  repreaent  the 
nuabara  of  firat-teraeca  who  auat  join  the  career  coaponent  of  the  force 
each  year  to  aelntaln  an  optiaal  balance  between  career  and  noncareer  coe- 
ponanta. 

The  Sarvleea  could  ehooaa  to  alter  thl*  balance  In  the  future  If 
they  detemlna  that  an  alternative  force  dlatrlbution  1*  juatlfled  for  reaaon* 
of  •eotumr  or  affectlvenea*.  (See  Chapter  VII,  SRAPINC  m CAREER  FORCE 
ni  THE  FOTURE.)  In  general  a ahlft  toward*  an  older  force  than  la  currently 
planned  would  eventually  reduce  the  annual  denand  for  enllated  accaaalon*. 

A ahlft  toward*  a young  fore*  would  dictate  higher  acceaalon  denand*  chan 
am  currently  projected. 

P.  Technical  lapact  Raaultlng  fron  any  Repreaentatlonal  Policy 

Repreaencatlonal  goal*  can  be  attained  without  jeopardlilng  auatalna- 
blllty  proapccta,  but  only  If  the  aandace  to  enforce  policy  1*  backed  up  .y 
a cowailtaent  to  pay  whatever  additional  coat*  are  laplled  by  condition*  of 
aupply  and  denand  prevailing  over  the  next  10  year*. 
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TIm  laptct  of  raprcMntatloiul  policlas  ahouU  b«  couldarad  to 
tlM  contut  of  th«  abb  and  flow  of  cha  racrultlng  aarkatplaca.  To  lllua- 
trata.  In  n 1974  Any  racrultara  auccaadad  In  racrultlng  aufflclant 
nuabara  of  young  aan  and  woaan  to  aatlafy  tha  daaaod  for  aceaaalona  with 
littla  or  no  aurgln  to  apara.  Alaoat  28  parcant,  or  47,000,  of  tha  Aray'a 
167,000  non-prlor  aarvlca  aceaaalona  In  n 1974  wara  blach,  tha  conaaquanca 
of  racrultlng  afforta  unraatrlctad  by  rapraaantatlonal  polity.  Bad  a rigid 
rapraaantatlonal  policy  baan  anforcad  In  tha  aaaa  yaar  raatrlctlng,  for 
axaapla,  tha  ahara  of  black  aceaaalona  to  tha  national  proportion  of  black 
youth,  or  13  parcant,  than  only  22,000  black  nalaa  would  bara  baan  aollatad. 
Farhapa  nora  laportant,  23,000  additional  nonblrck  aceaaalona  would  hawa 
baan  raqulrad  to  naka  up  tha  dlffaranca,  an  affort  probably  bayood  Aray 
racrultlng  capabllltlaa  In  that  difficult  yaar, 

Markatplaca  aupply  and  daaand  unraatrlctad  by  rapraaantatlonal 
policy  will  datamlna  tha  alnlaua  laval  of  axpandltura  nacaaaary  to  auataln 
accaaalon  raqulraaanta.  Tha  anforcaaant  of  rapraaantatlonal  policy  would 
lacraara  thaaa  coata  to  tha  antant  that  racrultara  would  hava  to  davlata 
frow  "fria-flow"  aalactlon  and  aaalgnnant  practlcaa.  In  a difficult  racrultlng 
aovlronawnt,  rigid  rapraaantatlonal  pollclaa  could  thraatan  tha  proapacta 
for  auatalnlng  accaaalon  raqulrawanta  If  tha  DoD  wara  raqulrad  to  anforca 
auch  pollclaa  without  a corraapoodlng  counltwant  to  undarwrlta  tha  coata 
of  pronotlng  rapraaantatlonal  goala, 

G.  Attltudaa  Toward  Military  Saivlea 

Tha  affact  of  ahlfta  In  tha  attltudaa  of  young  aan  and  woaan  ra- 
gardlng  allltary  aarvlca  la  not  aubjact  to  quantification,  but  aajor  chaogaa 
could  proru.odly  altar  tha  proapacta  for  auatalnlng  DoD  Mnpowar  raqulraaanta 
In  tha  nazt  lacada, 
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I!m  Mttoul  aood  can  b«  aovad  b;  rvaata,  aa  both  tlia  attack  es 
Faatl  tatbot  is  World  War  II  and  tba  cootlnued  iavolvenast  of  V.S.  anad 
foreas  la  Vtataaw  daaocMtratad.  farcaptlaoa  and  attttudaa  towarda  alltar; 
aarriea  at  oppoaad  to  aeaa^1■lc  altaraatlvaa  will  alao  hava  as  affaet  oa 
racralttag  jrousg  paopla. 

VII.  SItICTED  USnVB  UCKDITMG  PIOSFECTS 

Tba  aathodolotp  aa^loTOd  to  aaaaaa  tha  proapacta  for  auataislsf 
Salactad  Raaarva  daaandt  for  s.p.a.  accataiona  borrowa  froa  tha  asalptical 
fraatwork  danralopad  for  tha  activa  duty  forea. 

It  la  Bora  difficult  to  aatabliah  boundarlaa  around  tha  potastial 
fopplp  of  Saleetad  Raaarva  aceaaaiona  because  not  all  18  yaar*old  aula 
atudenta  can  be  categorically  aacludad,  nor  can  all  unanrollad  but  eaployad 
young  nan  ba  defined  aa  unavailable  for  enlittnent.  Recognising,  howavar, 
that  anllataent  in  tha'Selected  Retarvt  iapllaa  a tlx  to  twelve  aonth  period 
of  full-tiaw  training  initially,  it  it  not  unreaaonabla  to  aasuna  that  the 
■ejority  of  n.p.a.  accataiona  will  be  drawn  from  tha  sane  available  pool 
which  aupporta  the  aeeaaaion  denandt  of  tha  activa  force.  Thus,  the  alta 
of  the  available  pool  of  18  yaar>old  nalea  aa  eatabllahed  earlier  la  used 
aa  a raferanca  in  detemlning  the  relative  eaaa  or  difficulty  with  which 
Selected  Reaerve  aecesaion  requlreacnta  can  be  tustalned  in  future  years. 

Iha  danand  for  18  year-old  sale  acceaalona  la  baaed  upon  projected 
a.p.t.  Reaerve  requlrcncntt  furnlahad  by  Che  SoD.  Deaand  projectiont  for 
FT  1978  through  FT  1985  are  atralght-llne  projections  that  are  subject 
to  change  for  varloua  reaaona,  aa  will  ba  diacutaed  shortly. 
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1,  Supply  and  Dg—nd 

Th«  lupply  of  (Selected)  Reeerve  ecceeelone,  ee  vlch  the  active 
force,  will  be  Influenced  by  deaographic,  eoclal  and  econoalc  conditions 
prevailing  during  the  next  ten  years*  Additionally,  active  duty  recruiting 
prograns  will  coapete  with  Baserve  efforts  to  enlist  available  young  sen. 
Projections  of  the  available  pool,  discounted  by  the  nunbers  of  18  year-old 
nales  who  will  enlist  in  the  active  duty  force,  aro  coapared  with  the  pro- 
jected denend  for  o*p»s.  Reserve  accessions  to  evaluate  sustainability  prospects. 

n.  Supply  projections 

iy  assualng  that  active  force  recruiting  will  succeed  in  satisfying 
requirements  for  18  year-old  aele  accessions  in  each  year  from  FT  1976  through 
FT  1985,  the  site  of  the  remaining  pool  available  for  Reserve  enlistment  can 
be  projected  for  aoderate,  slow  and  rapid  national  economic  growth  assuaptions. 
These  figures  are  presented  in  Table  10* 

Th.  d.t.  indict,  thnt  th.  ...lUbl.  pool  *111  d.clln.  o*.r  th.  d.cd. 
in  Mch  c.«;  th.  net  .lr.lflc.nt  frop  *111  occur  In  th.  c...  of  r.pld 
cononle  ,ro*th.  fro*  212,00  In  FT  1975  to  138,000  In  FT  1985. 

b.  The  demand  for  Reserve  aceessionfl 

Projected  n.p.s.  accession  requirements  represent  approximately 
one-third  of  the  total  enlisted  accessions  the  Selected  Reserve  %d.ll  need 
in  future  years  to  meintsin  a force  of  895,0-'X).  Prior-service  accessions 
will  make  up  the  balance  of  the  requirement.  As  with  the  active  force, 
demand  projections  reflect  the  numbers  of  people  expected  to  retire  or 
separate  from  the  Selected  Reserve  in  each  year. 
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future  d«Mndt  for  18  yoor^old  m1«  and  ftaala  rtcrulta  ara 
portrayed  In  Table  II.  Theaa  figures  asRume  that  woven  will  continue 
to  raprasant  20. 4Z  of  n.p.a.  accaaaiona,  aa  In  FT  1975. 

All  conaldaratlona  that  could  Influence  the  future  demand  for 
active  acccaaions  apply  equally  to  the  Reaerves.  In  addition,  the  Reaervea 
rely  heavily  on  prior-service  acceaalons  to  support  their  total  accession 
requirements,  and  factors  that  could  affect  the  flow  of  people  from  active 
duty  should  be  considered  also.  An  unexpected  or  deliberate  reduction  in 
this  flow  would  be  translated  into  a comparable  increase  in  the  demand  for 
n.p.a.  recruits. 

c.  tacruiting  prospects 

A general  ajsessnent  of  recruiting  prospects/  in  the  Selected  Reserve 
involves  the  comparison  of  n.p.s.  requirements  to  the  else  of  the  available 
pool  In  each  year  throughout  the  next  decade. 

Zn  Table  12  the  relationship  between  supply  and  demand  Is  portrayed 
as  a proportion.  For  all  but  the  alow  economic  growth  assumption,  the  pro- 
jections show  that  the  demand  for  recruits  as  a proportion  of  the  available 
pool  will  Increase  between  now  and  1985. 

The  FT  1975  figure  represents  an  appropriate  base  line  against 
which  projected  figures  for  later  years  can  be  evaluated.  An  earlier  dis- 
cussion of  Reserve  recruiting  efforts  in  Chapter  III  characterises  FY  1975 
as  a year  in  which  supply  conditions  were  especially  favorable  for  n.p.a. 
recruiting.  Active  duty  recruiters  enjoyed  widespread  success  in  sustaining 
Service  demands  for  both  the  numbers  and  kinds  of  accessions  required.  Reserve 
recruiting,  however,  was  only  marginally  successful.  Although  sufficient 


f V 


no^ara  sf  jmat  ms  and  vomb  vara  anllated,  aecaaaisns  vara  oftas  ssly 
aargtnally  quallfiad  to  fill  axlatlng  job  vacanctea  is  Ratcrva  units, 

Tha  racrultlng  aavlromant  in  FT  1975  is  tfpicsl  of  tha  favorabla 
aupplF  conditions  likaly  to  pravsll  in  the  future  If  alov  national  acmsosle 
grovth  la  reallaad.  Coaparlaon  of  tha  n.p.a.  dcaand  as  a proportion  of 
the  available  pool  In  FT  1975  to  the  eorraapondlng  FT  1985  figure  for 
alov  aeonoalc  grovth  Indicates  that  Baaerve  requireaanta  can  be  sustained 
la  tha  future  If  alov  aconoade  grovth  conditions  era  raallted. 

For  tha  noderata  aeonoalc  grovth  scenario,  hovevar,  the  projaeted 
ratios  suggest  that  racrultars  will  find  It  soaavhat  aora  difficult  to 
satisfy  tha  annual  daaands  for  n.p.a.  accessions  relative  to  tha  FT  1975 
experience.  Shortfalls  could  occur  in  this  case  If  tha  Reserva  forces 
fall  to  respond  vlth  effective  Bsaageaent  actions  of  the  type  discussed 
earlier  for  the  active  duty  force. 

The  rapid  aeonoalc  grovth  scenario  portends  the  least  favorable 
supply  conditions.  In  this  ease  tha  avallabla  pool  is  projected  to  decline 
to  the  point  that  Reserve  secession  requlraaents  vUl  represent  IZZ  of  tha 
pool,  alaost  tvlca  the  figure  for  FT  1975.  Major  shortfalls  could  likely 
be  reduced  by  iapleMntlng  a aeriaa  of  aanageaent  actions,  but  It  Is  question* 
able  that  shortfalls  could  be  ellalnated.  It  Is  indeed  possible  and  perhaps 
probable  that  tha  deaand  for  Reserve  accessions  vlll  not  be  sustainable  If  the 
national  econoay  grovs  at  a rapid  pace  throughout  the  next  ten  years. 

Tha  Increase  in  tha  ratio  of  deaand  to  the  site  of  the  avallabla 
pool  for  the  rapid  economic  gro%ith  case,  vhlle  striking,  should  also  be 
vieved  In  terms  of  the  extent  of  Mrket  penetration  implied  for  1985. 
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Approxlmaecly  on«  out  of  «vory  olght  peopi*  in  the  avall^le  pool  vlll  bo 
aoodod  to  suotoln  ftooorvo  n.p.o.  occoooiono  requircMnte*  While  thio  to 
olaioot  twice  the  level  of  current  penetration,  the  task  is  not  iaposslble, 
etoecially  when  contracted  with  the  current  effectiveness  of  active  force 
r<icruitlng  efforts.  In  FY  1975,  active  duty  recruiters  accessed  96,000 
18  y«ar*^ld  nales  out  of  308,000  in  the  available  pool,  or  nore  than  two 
out  of  every  eight  who  were  available.  However,  only  an  heroic  Increase 
in  the  effectiveness  of  Reserve  recruiting  efforts  over  the  next  ten  years 
would  be  sufficient  to  achieve  the  necessav7  effect. 

d.  Managewent  actions 

Management  actions  chat  will  enhance  recruiting  prospects  for  the 
active  force  apply  slailarly  to  Reserve  recruiting  problems,  although  «/lth 
lesser  effect  In  some  Instances.  For  example,  increases  la  Reservist  pay 
cannot  be  expected  to  yield  proportionate  increases  in  accessions  of  the 
magnitude  estimated  for  active  duty  recruiting. 

Other  staff  studies  in  Volu*«e  111  provide  a comprehensive  discussion 
of  changes  in  Reserve  recruiting  orgenlretlon,  staffing,  and  Mnagement  that 
promise  to  Increaee  effcctivenees.  In  addition,  several  other  approaches 
warrant  mention. 

It  should  be  recognised  that  the  Reserve  and  active  duty  recruiters 
often  compete  for  exactly  the  seme  people.  Thua,  a Reserve  recruit  gain  may 
also  be  an  active  duty  recruit  lose.  For  any  given  pool  of  available  people, 
the  numbers  who  can  be  accessed  into  either  component  of  tbs  Total  Force  can 
be  maximized  by  emphasising  the  differences  in  lncentlveS|  pertlculerly  in 
type,  for  active  duty  end  Reserve  enlistment.  For  example,  recognising 
that  Reserve  duty  Is  perceived  by  many  as  e form  of  part-time  employment. 
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th«  S«Mr^  forces  faeve  ^phesised  Che  sttrectiveness  of  Seser^e  duty  mm 
m form  of  tuppleoentol  l&coao  io  current  edvertieing  prograeo.  This  appeal 
aarvea  to  create  la  type  of  approach  can  be  sadeoMore  effictl^  As 
cmndtdmtmm  for  active  duty  esilstaent. 

It  ia  poaaible  that  this  type  of  approach  can  be  a^e  aore  effeetli^ 
by  raialng  the  aaount  of  the  Incentive  through  the  provision  of  esilstaent 
bonuaea.  tilttle  la  known  about  the  probable  effect  of  increasing  tiM  aoney 
incentive,  and  further  analysis  in  this  area  is  clearly  warranted. 

Aa  emdnation  of  the  geographic  diatribution  of  the  Select^ 

Reserve  suggeats  that  greater  recruiting  effectiveness  can  also  be  achieved 
by  capitalising  on  demographic  characteristics  and  trends.  To  illustrate, 
the  coabined  enlisted  strength  of  Aray  and  Air  Kational  Guard  coaponents 
in  California  as  a percent  of  the  total  National  Guard  enlisted  strength 
is  currently  S.6Z.  Ho%fever,  alaoat  lOZ  of  the  U.S.  population  currently 
resides  In  California,  and  by  1985  the  Bureau  of  t>e  Census  projects  that 
California  will  have  an  even  greater  share  of  the  O.S.  population.  Conversely, 
the  Aray  and  Air  National  (hiard  enlisted  strength  in  Alabaaa  currently 
representi  approxinately  4.5Z  of  the  total  for  all  states.  The  population 
of  Alabaaa  today  is  1.7Z  of  U.S.  population,  and  this  share  is  projected  to 
decline  to  I.IZ  by  1985. 

Both  cases  indicate  that  Selected  Reserve  organizations  presently 
say  not  be  positioned  to  fully  captialize  on  demographic  characteristics. 

Many  other  factors  such  as  co-located  active  duty  installations,  the  strategic 
threat  and  regional  attitudes  towards  Reserve  duty  are  Im'clved  in  determining 
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th«  optimal  gaographle  diacrlbuelon  of  the  Reaerrt  force.  Boumrer,  population 
grovth  tranda  portend  even  greater  diaparltlee  la  the  future.  Ihua,  re-' 
aaeeeement  of  locational  decialone  may  be  juatlfled  by  the  proepect  cf 
Ipcxoaelng  the  effectiveneee  of  Raaerve  rerruitlag  actlvltiee  to  eatiefy 
future  requlremente  for  manpower. 

Finally^  other  elgniflcaat  policy  changee  may  be  juatlfled  by  the 
proapect  of  a major  recruiting  ahortfall,  auch  aa  the  reatnicturlag  of  the 
Raaerve  pay  ayatem.  For  example*  Reaervfata*  wagea  at  present  aie  rigidly 
tied  to  active  duty  pay  acalea.  A limited  mi^er  of  daya  worked  par  month 
tranalatea  automatically  into  a very  limited  amount  of  pay  for  jtfilor  omliated 
Reaerviata.  Although  a lOOt  increaae  la  pay  might  be  aufflcieat  to  induce 
many  additional  young  men  and  women  to  aeek  enllatment  into  the  Selected 
Raaerve*  the  iocreaae  can  be  effected  only  by  doubling  military  pay  for  active 
ae  well  aa  Raaerve  *nlieteea*  clearly  a prohibitively  expenaive  prepoai^ion. 

By  unlinking  Raaerve  and  active  duty  pay  eyateme*  greater  flexibility  in 
atructuring  pay  Inccntivea  could  be  exerciaeU  to  aupport  Raaerve  recruiting 
efforte. 

VIU.  CONCLUSIONS 

The  proapec^  r auataining  active  duty  n.p.a.  acetaaiom  rmquXre- 
maata  during  the  n«  t«r  yeara  will  be  determined  by  conditlona  of  aupply 
and  demand.  The  supply  cf  acceeaione  for  the  active  forcee  will  be  euf- 
ficlent  to  eetlafy  Service  demende  durrently  projected  by  the  DoO  without 
recourse  to  changee  in  recruiting  pollclee  end  progrema  if  the  national 
economy  growe  at  a moderate  or  alow  pace. 

If  rapid  economic  growth  ie  realised*  the  aupply  of  acceeaione  will 
not  be  large  enough  to  aupport  Service  needa.  However*  a range  of  management 
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aetlsn  !•  avatlabl*  vfalch,  If  laplcaeated,  would  cvort  a aajor  zacrultlng 
thortfall  without  raaortlng  to  pay  Incraaaaa  bayond  thoaa  raquitad  to  aals- 
tala  tl»!  currant  ratio  of  ailitary  pay  to  eirtlian  pay. 

k aarra  racruiting  proapacta  in  tha  naxt  dacada  ara  laaa  faworahla, 
although  ueaaalon  raquireaanta  can  likaly  ba  auatainad  if  alow  or  avan 
BOdarata  acononic  growth  ia  raallaad.  Manageaant  aetiona  ara  availabla 
iriiieh  could  ba  ewployad  affactiwaly,  but  thaaa  way  not  prova  auffielant 
to  avart  aajor  racruiting  ahortfalla  that  will  likaly  occur  if  rapid  acononic 
growth  ia  raallaad,  and  algnif leant  policy  ehangaa  aff acting  gaegraphle  dla- 
trlbution  of  tha  Raacrwc  force  and  tha  Reiarra  pay  ayatan  nay  ba  warrantad. 
IX.  RECOWtEMDATlONS 

It  ia  racniMtndad  that: 

If)  TuAthM.  tvatuation  of  dauqitofikLo  eexmomU.  and 
tociat  tnendi  be  conducted  bif  the  VoV  on  a contin- 
uing  boiii  to  piuniide  fon.  adequate  ptiuuUng  of 
Total  fonce  xecAuiting  activities  baaed  on  the 
most  cuMent  poiiibte  pnojectioM  of  acceseioM 
supply  and  demand. 

If)  The  VoV  develop  a cempnehensive  planning  document 
Utabtiihing  Ote  tpteific  management  actioM  and 
policies  ttM  edit  aeAve  to  avent  a majon  active 
and/on  keseAve  acecuions  shontfatt  induced  bg 
unfavorable  conditions  of  Supply  and/or  demand. 
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APPCHDU  A 

TimJS  ni  IHPLOWENT  OPPORTDNITIES  TOR  TOOTH 

utMln^d  the  r«X*ci<m«hip  th«  pattern*  of  RieaeR  of 

clvlllatt  MploTMnt  for  youth  and  for  the  total  worklnc'afW  pepalation 
by  at  alytinc  the  raapectiv*  growth  atatlatlce  for  17  fan  yaar  pwloda 
froB  1948  to  1974.  After  correcting  for  populatlona  afalfta,  the  analyoia 
ehows  that  working  opportunitia*  for  youth  have  generally  reifnil  conatant 
or  have  iaprowad  only  whan  total  civilian  eBployaant  haa  green  galta  rapidly. 

A*  Methodology 

l^loyent  data 

To  develop  data  for  youth  eeployaent*  animal  average  civUlaa  anploy-^ 
Btnt  flguree  for  uncnrolled  18  and  19  year-old  nalea  and  total  civilian 
eafloynent  flguree  for  the  period  1948-1974  were  extracted  free  the  197S 
Handbook  of  Labor  Statietice»  Bureau  of  Labor  Statietica. 

2«  Population  data 

The  Bureau  of  the  Cenaue  fumlahed  annual  eatlnatea  for  the  18  and 
19  year-old  unenrolled  civilian  non-inetitutional  sale  populatioa  for  the 
1948-1974  period.  The  Bureau  aleo  provided  annual  eatiaatea  af  the  alee 
of  the  working-aged  civilian  population  <16-64  yeara  of  age,  lale  and 
female  combined). 

3.  Approach 

Eaploymcnt  date  were  enalyced  by  computing  the  ratio  of  a^loyment 
flguree  for  the  firet  and  laat  year*  of  each  ten  year  period.  Tor  example, 
for  the  1946-1958  period  Che  total  civilian  employment  eatlmeta  fer  19S8, 
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£3,036,000  divided  bjr  the  cttlaete  for  1948,  38,343,000  ylcldli^ 
the  ratio  value  of  1.0804  or  a net  8.04X  Inereeae  In  total  civilian 
asplo^nnt  over  the  period.  The  aana  approach  vaa  uaad  to  c«^tc 
ratio  valoaa  for  unenrolled  pounp  sen.  The  coaputad  valuca  are  dla- 
plaped  halo*. 


FICUM  A-1 

BgLOTMPIT  miOS  (aultlnlled 


OUEMSOLLED 

18-19  TEAK-OLD  TOTAL 


OEEHIbOLLEO 
18-19  TEAE-OtO 


TEAR 

MALES 

CimiAK 

TEAR 

MALES 

CrVILIAK 

48-38 

66.81 

108.04 

37-67 

118.23 

116.08 

49-39 

80.99 

112.11 

38-68 

128.02 

120.44 

30-60 

81.64 

111.64 

39-69 

119.63 

120.34 

51-61 

93.36 

109.65 

60-70 

126.61 

119,53 

32-62 

100.32 

U0.71 

61-71 

123.29 

120.34 

33-63 

93.10 

110.76 

62-72 

131.33 

122.49 

34-64 

106.95 

113.30 

63-73 

173.67 

124.37 

55-63 

121.39 

114.34 

64-74 

163.42 

124.00 

36-66 

129.23 

U4.26 
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Similarly,  ratio  raluaa  vara  ealculatad  for  poyulatloa  aatlmataa 
for  tha  two  groupa,  dlaplayad  balow. 


ncuia  A-2 

WPPUTIOH  «ATIOS  (aultlpllad  br  1001 


UREKROLLED  HOEXIRG 

18-19  TEAR-OIO  aCED 


UmnoLLED 
18-19  TEU-OLD 


NOREIRG 

ACED 


TEAR 

WOES 

POPULATIOH 

TEAE 

KALES 

POPTTLATIOH 

A8-98 

80.13 

107.08 

57-67 

145.80 

114.56 

A9-J9 

78.95 

107.79 

58-68 

U7.44 

115.09 

SO-60 

8A.17 

107.77 

59-69 

121.27 

115.54 

91-61 

105.88 

110.21 

60-70 

145.66 

116.67 

52-62 

119.70 

110.68 

61-71 

U1.45 

117.72 

53-63 

118.19 

112.24 

62-72 

114.U 

119.20 

5A-6A 

117.79 

113.01 

63-73 

156.94 

118.81 

95-65 

1A0.5A 

113.59 

64-74 

171.91 

120.70 

56-66 

150.00 

113.89 

■acauaa  ralatlra  changat  In  population  alia  can  algnlflcantly  In- 
fluanca  amployaant  growth  pattama,  caployMnt  ratloa  wara  adjuatad  by 
dividing  by  tha  computed  population  ratio  for  each  ten-year  parlod.  Thla 
weighting  procedure  yielded  tha  following  flguraa: 
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FIGDM  A-3 

lATIOS  WElGHTgD  BT  FOTOUTIOII  MTIOS  (■altisUad 


TBAK 

mnomoLLED 
18-19  TEAX-OtO 
KAUS 

WOKKIBO 

AGED 

POPOtAtlOB 

TEAE 

omntoiLED 
18-19  Tta-<Xi> 
KAUS 

mUUHS 

AGE 

POPULATIOB 

M-S6 

83.38 

100.90 

57-67 

81.10 

101.33 

49>39 

102.58 

104.01 

58-68 

100.46 

104.65 

SO-60 

96.99 

103.59 

59-69 

98.66 

104.33 

Sl-61 

88.36 

99.49 

60-70 

86.92 

102.45 

S2-62 

83.81 

100.03 

61-71 

95.31 

102.23 

53-63 

78.77 

98.68 

62-72 

104.77 

102.76 

54-64 

90.80 

102.03 

63-73 

U0.66 

104.85 

55-65 

86.52 

100.66 

64-74 

95.28 

102.73 

56-66 

86.15 

100.32 

B. 

Th«  ralatlonchlp  b«tw««n  (rovth  of  (aiiloFMnt  opportunlttM  for 
uaoarollod  young  am  aiwl  «otklng-og*<!  pooplo  Id  ganorol  mo  ootlMtod  frea 
tho  rooultlng  flguroo.  Tho  ehoirt  boloo  portrayt  Cha  plot  of  aalghtad 
aaploywot  ratloa  for  youth  va.  aorking-agad  paopla. 
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'Hm  ralatlonahlp  «■  utlaated  «apiTlcall;  with  rcgtaaalsn 
•Bsl?al*  {srlinar;  Itaat  •quaraa),  ylaldlog  tha  ragraaalon  11m  IsUeatad 
Mt  tha  chart. 

Tha  daahed  line  rapraaanta  the  Tlaual  aqtilvalent  of  tha  ralatlso- 
dslp  that  would  ha  expacted  If  the  growth  of  youth  awployaant  uaetly 
aatchad  the  overall  national  aaployaant  growth  pattern.  loapectlon  of  tlw 
atandard  error  of  the  elope  coefficient  aatlaata,  0.644,  ahowa  that  tlw 
aatlaated  elope,  44.177,  la  elgnlfleantly  greater  than  the  I'l.OOO  value 
that  would  obtain  If  both  groupe  were  affected  equally  hy  changing  e^lcqr- 
■ant  condltlona. 

C.  Dlecuaelon 

Tha  aatlaated  relatlor.ahlp  glvee  evidence  that  enployaent  opport- 
unltlca  for  young  unenrollad  aalea  do  not  change  according  to  the  pattern 
typical  of  the  working-aged  population.  Over  tha  average  ten-year  period 
of  the  poat-wer  O.S.  experience,  civilian  eaployaent  opportunltlea  for 
young,  coavaratlvely  unakllled  aan  declined  relative  to  their  population 
alxe  even  while  eaployaent  Increoeed  for  the  working-aged  population. 

The  aoat  draatlc  deellnea  generally  occurred  during  perloda  In  which 
overall  eaployaent  grew  only  allghtly  or  decreaaed.  Eaployaent  proapecta 
for  youth  reaalned  atabla  or  laproved  only  during  perloda  of  ahove-averaga 
Incraaaee  In  total  eaployaent.* 

Of  equal  Intareat  la  tha  lapllclt  finding  that  young  aalea  are  ouch 
aora  likely  to  be  hired  (or  fired)  than  the  average  Aaarlcan  when  eaploy- 
aent proapecta  laprove  (or  woraen),  u Indicated  by  the  elope  coefficient 

* During  tha  average  ten-year  period  from  1948  through  1974,  total  civilian 
eaploynent  in  the  U.S.  outpaced  population  growth  by  2 1/2X  (ratio  value  of 
1.024) 
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••tlaatc  of  *K.177.  It  that  « 12  not  ch«n(«  In  oapIoyMtit 

opportunltlM  for  tho  irirklng-ftgitd  population  In  tha  long  tarm  Inducaa 
a 4Z  changa  in  opportunltiaa  for  18  and  19  yaar-old  aalaa.  This 
aupportt  tha  Tlav  that  young  aan  out  of  achool  ara  ganarally  ragardad 
by  aaployara  aa  sargloal  labor. 

Young  iwaan  fara  aoacwhat  battar,  aa  Indicatad  by  tba  chart 
(aaa  naxt  paga).  Tha  mmm  procaduraa  dlacuaaad  aarllar  for  aalaa  vara 
uaad  to  aatiaata  tha  pattam  of  changaa  in  ralatlve  a^loyaaat  opportunity 
for  uaanrollad  18  and  19  yaar-old  faulaa.  Vhlla  tha  aatiaatad  ragraaaioa 
llna  showa  that  opportunltiaa  for  thla  group  nay  alao  vary  froa  tha 
avaraga  pattam,  tha  data  auggaat  that  aaploynant  proapacta  for  young 
aoaan  aay  ba  aoaawhat  laaa  aanaltlva  to  broad  aconoalc  ahlfta  than  thalr 
■ala  countarparta.  UoaMn  uho  laava  achool  oftan  poaaaaa  akllla  that  ara 
■ora  ■arkatabla,  a.g. , typing,  ahorthand,  and  clarlcal  akllla,  which  ranaln 
la  daaand  avan  whan  unfavorabla  aconoalc  trenda  pravall.  Alao,  to  tha 
axtant  that  young  woaan  oomand  lowar  wagaa  than  young  nan  for  tha  aana 
work,  aaployara  ara  nora  llkaly  to  hire  or  retain  tha  former  group  whan 
aaploymant  condltlona  changa.  Theaa  findings  should  ba  ragardad  more 
cautloualy,  however,  because  statistical  significance  was  not  achieved. 

Altamatlve  Approaches 

tfa  examined  sltematlva  procedures  to  eatlmata  the  employment 
growth  relationship  and  found  that  the  results  remained  fairly  stable. 

These  Included  using  data  for  all  18  and  19  yaar-'old  males  (enrolled  and 
uoanrolled  combined)  and  for  femalea  aa  veil. 
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by  first  year  catiitatf,  adjusted  for  population  rh.'^nge, 
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An  Alt«riuelv«  proc«dur«  to  correct  for  populeclon  ehlfte  vee 
developed  by  eubtrectlng  the  population  ratio  from  the  employment  ratio. 

Itiie  approach  wee  found  lacking  for  theoretical  reaaone. 

Alto,  ve  experimented  with  alternative  model*,  including  loj~ 
linear  and  linear  partition  forma,  to  identify  inter-temporal  differencea 
and  aon-llnearltiea  in  the  relationahip  between  the  dependent  and  in- 
dependent varlablea.  Theae  effort*  did  not  improve  the  reault*  appreciably, 
parhapa  becauae  the  else  of  the  aample  vaa  not  large  enough  to  warrant 
thia  degree  of  analytical  aophiatlcatloo. 
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AmHDtX  S.  qUALITY  CONSIDEXATIOHS 

1.  ijfrmim 

th*  mppl;  of  rocruit*  In  futuro  yonr*  vtll  b«  onfflclost  to  Mtlofjr 
Sorrteo  tamodo  only  If  tho  ntaboto  of  high  enllbor  toerolto  nut  or  ozcood 
tiM  ofnfaii  niaAor*  roqulred.  In  ordor  to  project  the  chareeterletlee  of 
•nltataent  epplicente  and  recrulta  In  future  yeera,  e eroaa-aeetional  aaalyels 
of  epplXeant  date  for  FT  1974  uaa  developed.  lech  of  the  fifty  atatea  «aa 
eharacterlaad  according  to  the  overall  application  rate  aaori,  18  year-old 
■alee,  the  proportion  of  all  Baabera  of  the  target  population  In  the  atetc 
ufao  applied  for  anllataent.  The  overall  rate  varied  eonalderably  froa  atate 
to  atate,  the  eoablned  reault  of  aueh  Influencing  faetora  aa  prevailing 
aaployaant  condltlona,  civilian  pay  levala.  Service  recruiting  efforta,  and 
youth  attltudea  toward  allltary  aervlee;  theae  faetora  conaplred  In  certain 
atatea  to  yield  high  overall  appllcction  ratea  and  in  othera  coaparatlvely 
low  ratea.  The  high  atatea  arc  aaauaed  to  be  repreaentatlve  of  the  nation 
under  favorable  aupply  condltlona  and  the  low  under  unfavorable  condltlona. 

By  exaaining  the  dlatrlbutlon  of  appllcanta  according  to  aental  category 
acroaa  the  range  of  overall  application  ratea.  It  waa  poaalble  to  Infer 
how  the  aental  category  dlatrlbutlon  might  be  expected  to  ahlft  In  the 
future  on  a national  acala  under  alternative  supply  condltlona. 

II.  DATA 

Hatlon-wlde  data  collected  by  the  Araed  Forcea  Vocational  Taatlng 
Croup  In  the  1973-1974  achool  year  vara  uaed  to  eatlaata  the  underlying 
aental  category  dlatrlbutlon  for  all  18  year-old  aalee  in  each  of  the  fifty 
atatea.  Eatlaataa  of  the  alee  of  atate  target  populatlona  aa  of  1 July  1974 


r 
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vara  prorldad  by  tha  Buraac  of  tha  Canaua.  Applicant  data  for  Tl  1974, 
by  aantal  catapory  by  atata,  waa  fumlahad  by  OSDOttRA)  NAXDAC. 

III.  ANALYSIS 

Aftar  eoaputlng  tha  orarall  application  rata  for  aach  atata,  tha 
application  rata  aaont  youth  ulthln  aach  of  tha  aantal  eatagorlaa  naa 
ealculatad.  Thua,  a atata  could  bn  daacrlbad  by  ona  oaarall  application 
rata*  and  flva  apaelflc  rataa,  ona  for  aach  nantal  catagery. 

Stataa  uara  than  groupad  In  aaran  Intanrala  according  to  tha 
oaarall  rata  obaarrad.  Tha  Intarvala  uara  choaan  ao  aa  to  ylald  nld-polnta 
of  SX,  6X,  7X  and  ao  on  through  IIZ.  Application  rataa  for  aach  of  flaa 
■antal  eatagorlaa  aara  aaaragad  acroaa  tha  atataa  contalnad  In  t?M 
Intarral  to  ylald  tha  araraga  application  rata  aaong  nantal  catagory  I'a, 

Il'a,  ni'a,  IT'a  and  T'a  raapactlaaly.  Tha  flgura  balo*  ahom  tha  raaultlng 
plot  of  application  rataa  within  nantal  eatagorlaa  at  prograaalvaly  hlghar 
oaarall  rataa.  Thaaa  raaulta  auggaat  that,  aa  Inproalng  aupply  condltlona 
Induca  prograaalaaly  largar  proportlona  of  tha  targat  population  to  aaak 
anllatnant  (fron  3Z  up  to  HZ),  tha  application  rata  for  aaary  nantal  eatagory 
ganarally  Incraaaaa  In  llnaar  faahlon.  Straight  llnaa  with  taro  Intarcapta 
appronlnata  tha  ralatlonahlp  batwaan  tha  application  rata  for  aach  group  and 
tha  ovarall  rata.  Aa  aupply  condltlona  vary,  neaaurad  ovtr  tha  overall  appH- 
catlon  rata  ranga  of  5Z  to  IIZ,  tha  aantal  category  dlatrlbutlon  of  the 
applicant  pool  doea  not  ehlft.  The  flgura  ahowa  that  tha  lowar  aantal  category 
paopla  QI.C.  IV  and  V)  In  tha  targat  population  ara  nuch  aore  llkaly  to  apply 
than  abova-tvaraga  young  nan  (M.C.  I and  II)  throughout  tha  ranga.  But  aach 
group' a ahara  of  tha  total  nay  not  ba  azpacted  to  changa  appreciably. 


* Overall  application  rataa  were  adjuated  for  each  atata  to  taka  account 
of  davlatlona  froa  rha  national  aantal  category  dlatrlbutlon. 

f 


A?«.ICATiON  RATES  FOR  W VEAR-OUS  tm 
BY  MENTAL  CATEGORY,  19/4 


AFPLICAHTS  AS  A PERCENT 
OF  TOTAL  BY 
MENTAL  CATESWIY 


TOTAl  APPLICANTS  FOR  ENLISTMENT  AS  A 
PERCENT  OF  TOTAL  POPUUTION  (18  YEAR-OLD  MEN) 

Source:  Air  Force  Hiiaan  Resources  laboratory,  U.S.  Bureau  of  the  Ceraua, 

and  MARDAC 


- 76  - 


The  dashed  11ns  indlcscss  hov  a thaoretlcally  arsrags  group 
might  bs  sxpseted  to  respond  to  changing  supply  conditions.  Islativs 
to  this  lint,  mental  category  I and  II*s  ars  comparatively  insensitive 
to  variations  in  broad  conditions  that  induce  the  population  to  alter  its 
preferences  toirard  military  aerrlce.  On  the  other  hand  mental  category  III 
end  IV'a,  and  especially  mental  category  V's  are  comparatively  sensitive 
to  shifting  conditions* 

IV.  ANALYSIS  OP  DATA  FOR  WOKEN 


A sifflilar  analysis  of  FT  1974  data  was  conducted  to  examine  the 
characteristica  of  the  pool  of  18  year-old  women  applicants  under  varying 
•apply  conditions.  The  seme  data  sourcea  vera  used  aa  indicated  for  the 
malea.  The  results  of  the  analysis  are  displayed  in  the  figure  below. 

One  important  distinction  la  the  range  of  overall  application  rates 
observed  for  female  populations  In  the  fifty  states^  0.6X  to  2.0Z,  in 
contrast  to  the  5Z  to  lit  range  observed  for  young  men.  Clearly,  women  were 
generally  much  less  likely  to  apoly  for  enlistment. 

However,  among  those  who  sought  enlistment,  a much  larger  proportion 
of  women  in  the  top  two  mental  categories  (I  and  II)  applied  than  in  the 
lower  categories.  Equally  noteworthy,  the  figure  indicates  that  as  supply 
conditions  improve,  measured  from  an  overall  rate  going  from  0.6X  to  2. OX, 
higher  mental  category  women  generally  maintain  a disproportionately  large 
ehare  of  the  totel  female  pool. 

Again,  the  dashed  line  repreaeote  the  application  rate  for  e theo- 
rctlcelly  average  group  of  women.  Higher  mental  category  women  eppei.r  to 
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EXECUTIVE  SUmARY 


I^SVE: 

BACKGROUND: 


PROBLEM: 


CONGLUSIONS: 


Standby  Draft  Capabllltiaa 

Hobilitation  raquiranants  for  Sale-  «:xve  Service  have 
been  eatabXiahed  by  Congress  and  various  Adteinistra* 
tlon  study  groups.  Proposed  FY  1977  funding  le^l 
for  Selective  Service  could  reduce  inductee  delivery 
capability  belov  that  required  for  Mbilisation. 

Is  the  specific  aobilisation  inductee  delivery  require- 
■sat  still  valid?  If  so,  does  the  proposed  PY  1977 
funding  level  allow  Selective  Service  to  ■set  the 
requireaant? 

While  the  najor  European  War  scenario  would  reqtilre 
trained  personnel  quicker  than  they  could  be  provided 
by  Selective  Service,  the  Departnent  of  Defense  has 
not  developed  alternative  pn>graas  to  provide  the 
required  manpower.  Further,  there  are  many  grey 
areas  concerning  existing  aobiliaation  manpower 
resources. 


RECOItfENDATKXIS:  the  current  Selective  Service  Induction  capability 

should  be  retained,  pending  the  development  of  alter- 
native mobilisation  manpower  resources  by  the  Depart- 
ment of  Defense. 
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STAHOBY  DRAFT  CAPABILITIES 


The  itMf  in  eonnideration  of  appropriate  Standby  Draft  i^ouraa 

la  the  ti^  it  mold  take  a Standby  Draft  ayat«i  to  cOToence  Induetiona  in 
Merganey  aituatlon.  With  no  Standby  Draft  ayatem  vhatao^ert  a ayatea 
could  be  eonatituted  ao  that  inducteea  would  be  delivered  to  the  ServicM  for 
baaie  ailltary  training  within  6-9  viontha.  On  the  other  hand,  with  an  exiating 
ayatea,  which  could  range  froa  a planning-only  activity  to  a proj^aa  tdiich 
retaln^l  iaaediate  induction  capability,  the  tine  delay  between  Hobiliaation 
Day  and  the  day  on  which  indueteea  could  be  delivered  would  be  reduced.  The 
preaent  Selective  Service  Syatea  baa  the  capability  to  deliver  indueteea  within 
30  daya  after  Congreaa  reatorea  the  induction  authority,  and  thia  capability 
cannot  be  aignificantly  i^roved,  regardleaa  of  expenditure. 

The  adainiatration  haa  proposed  a aignificant  reduction  in  the  funding 
level  of  the  Selective  Service  Syatea  for  Fiscal  Tear  1977.  This  funding 
reduction  will  extend  the  period  of  tine  before  the  System  could  deliver 


# 


In  any  cootideration  of  Standby  Draft  delivery  capabllitleat  recognition 
■uat  be  given  to  poat-lnduction  training  regnlreaenta.  At  preaent.  young 
■en  aealgned  to  coabat  arma  unite  receive  a Blnimun  of  IS  veeka  training. 

Under  new  legislative  authority,  thia  period  could  be  reduced  to  three  aontha. 
Therefore,  with  a 30-day  delivery  capacity,  the  quickest  that  trained  indueteea 
could  be  delivered  to  conbat  anas  units  would  be  four  taontha  following 

■oblllsation;  without  a Standby  syatea  whataoever,  the  delay  would  be 
approxlBately  one  year. 
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EACKGROUND 

The  ner«atlty  for  ft  Stftndby  Draft  AftchanlpB  of  ftOM  sort  hftt  not  btftn 

••riouftly  chftllftogftd  ftlnc*  Congrest  In  Sftptftabcr  1971  Included  ft  Standby 

Draft  rftqulrftMnt  in  a nav  Section  10  (h)  of  the  Hilltary  Selective  Service 

Act»  The  Congreaelonal  action  followed  recoeMndatlona  of  the  Gatee 

Co—lftftlon  and  Adalnlatratlon  offlclala*  The  key  phraaea  of  Section  10  (h)  are: 

...  The  Selective  Service  Syatea  ...  ahall  ...  bf  aalntained 
aa  an  active  atandby  organization,  with  (1)  a conpleta 
reglatratlon  and  claaalflcatlon  atructura  capable  of  laMdlate 
operation  In  the  event  of  e national  aaergency,  and  (2)  peraonnel 
adequate  to  relnatltute  laAedlataly  the  full  operation  of  the 
Syaten.  . . * 

Since  the  paaaage  of  Section  10  (h),  there  have  bee&  yearly  atteapta  by 
aeveral  Hanbera  of  Congreaa  to  repeal  the  entire  Military  Selective  Service 
Act  and  to  cut  funding  requeata  for  the  Standby  Draft  operatlona.  Although 
fuoda  for  the  Selective  Service  Syaten  have  generally  been  reduced  fron 
budget  requeat  levela  In  each  of  the  Flacal  yeara  alnce  the  end  of  large- 
acale  Inductlona,  there  haa  been  no  Intenalve  Congreaelonal  conalderatlon 
of  the  continuing  need  for  a Standby  Draft  capability.  Further,  although 
Section  10  (h)  refera  to  a delivery  capability  with  the  phraaea  . . , 

"c*p«bl«  of  iMMdltt*  oper»tlon"  and  "ralnatltuta  liiaadUtaly,"  tha  aoaclflc 
inductee  needa  of  the  Departnent  of  Defenae  In  a najor  national  emergency 
have  not  been  reviewed  by  the  Congreaa. 

The  tieed  for  a Standby  Draft  Mchanlaa  haa  been  te-eveluated  on 
aeveral  occaalooa  alnce  the  paaaage  by  Congreaa  of  Section  10  (b).  In 
1972-73,  a Study  Group  repreaentlng  the  Departnent  of  Defenae,  the 
Selective  Service  Syateai,  the  Office  of  Managament  and  Budget,  the 
Matlonal  Security  Coxacll,  and  the  Office  of  teargency  Planning  reaffirmed 


poat-moblllzatlon  needa  for  inducteea. 
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fba  ■oMlixstion  i*qulr«Mat«  tot  a Standtijr  Draft  «ara  ^Is  avalu* 
atad  iB  19H  bjr  as  intar-atasejp  «orklo(  froup,  toaprlaad  at  rapraaastattraa 
frsa  tha  Dapartaast  of  Dafanaa,  tha  Salaetira  Sarviea  Spataa  asd  QHB. 

Thalr  raport  raaff Iraad  tha  eosclualosa  of  tha  1S72-73  Srsup.  thox^  durti^ 
1974-197S,  tha  Dafanaa  Dapartaast  eosduetad  a najar  avaXuatlos  of  thalr 
aaspomr  aoblliaatlon  raquiraaasta  and  raaourcaa.  This  wa  tha  ao-callad 
"Total  Forea  Study",  Tha  flsdisfa  of  this  group  ra-afflraad  tha  naad 
far  a Standby  Draft  atchanln  and  raaultad  In  a policy  atataaant  by  tha 
Saeratary  of  Dafanaa  that  a Standby  Draft  ■cehaniai  waa  raquirad  in  ordar 
to  naat  nilitary  nanponar  raqutraMnta  undar  eartal*  aajor  luropaan  Kar 


During  tbia  aam  period,  tha  Defanae  Manpouor  Coaniaalen  alao  evaluatod 
tha  naad  for  a Standby  Draft  nachanlaa  with  a raaultlng  atrong  andoraanant 
contalnad  in  Ita  May  197S  Intarin  Raport. 

Since  the  laauance  of  the  Total  Force  Study  and  tha  mc  Intarin  Report, 
thara  haa  been  no  activity  within  the  Adslniatration  which  haa  challenged  tha 
raqulraawnt  for  a Standby  Draft  nachanlan.  However,  tha  raquaat  of  the 
Adnlnlatratlon  to  reduce  tha  funding  level  of  the  Salectlvc  Service  Syaten 
In  FT  1977,  while  atlll  retaining  a Standby  Draft  nachanlan,  would  result 
In  a reduction  of  the  Syatan's  current  Induction  capability.  Thua, 
dlacuaalon  of  specific  Inductae  raqulraaanta,  expressed  both  In  terns  of 
delivery  tines  and  nunbars,  and  of  tha  Inpact  of  the  proposed  budget  reduction 
on  tha  capability  of  the  Salactiva  Ssrvlcs  Syaten  to  neet  thaae  rsqulrananta 
la  a subject  of  inportanca. 
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SfndbT  Drift  D«llv>ry  R«iulr«aants 

A ipaclflc  tlM-otab«r«  raqulraunt  for  tha  Standby  Draft  waa  davalopad 
In  1972/73  whan  tha  whola  quaatlon  of  aoblllaatlon  aanpowar  raqulraaanta 
waa  axaalnad  by  tha  NSC  Study  Croup  nantlonad  tbowa.  Tha  raaultlnf  daclalon 
aatabllahad  a raqulraaMot  that  Inductlona  through  tha  Salaetlva  Sarvlca 
ayataa  eonaanca  hy  M plua  30  daya  (30  daya  following  Moblllaatlon  Day) 
and  that  100,000  aan  ba  Inductad  by  M plua  70  daya,  with  a continuing 
Induction  capability  tharaaftar  for  tha  duration  of  tha  aaargancy  parlod. 

Dtlllalng  tha  Europaan  War  acanarlo  and  tha  Total  Forca  eoncapt  (call- 
up of  Selected,  Individual,  Standby  and  Eatlrad  Xaaarvaa  prior  to 
conawncaaent  of  Inductlona),  tha  Total  Forca  Study  Croup  la  197A/7S  again 
datamlnad  that  a naad  could  axlat  for  draftaaa  laaadlataly  following 
■oblllzation.  Aa  a raault  of  thalr  atudy  afforta,  tha  Sacrataiy  of  Dafanaa 
atatad  that  tha  Standby  Draft  aachanlaa  ahould  rataln  tha  capability  to 
coBanca  Inductlona  by  M plua  30,  and  to  dallvar  a total  of  up  to  500,000 


paopla  by  H plua  180. 


Salaetlva  Saivlea  Svatew  to  Standby 


Although  tha  Induction  authority  contalnad  In  Sactlon  17(c)  of  tha 
Military  Selective  Service  Act  aspired  on  July  1,  1973,  the  Salaetlva 
Sarvlca  Syatea  reaalna  a pamanent  agancy  of  tha  govermaant,  with 
continuing  atatutory  dutlaa. 

Onder  tha  currant  law,  tha  Salaetlva  Sarvlca  atructura  (National 
Haadquartara,  Stata  Haadquartara,  local  boarda,  appeal  boarda  and  tha 
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Fraaidmttal  Afpaal  Board)  auat  ba  Balntaload  {Saettos  X0(a)t  M.S.S.A.), 
b addttlos,  aan  ara  raqulrad  to  raglatac  (or  tiM  draft  (Saetlon  3. 

M.S.S.A.)i  «d  tba  Syataa  la  raapoaalbla  to  elaaalfy  aad  amlna  aach 
rmlatraat  "aa  aoon  aa  praetleabla  follovlng  hla  raglatratios"  (Sactloa  4(a)), 
tha  S^atas  alao  la  raaponalblo  (Tltla  10,  O.S.  Coda,  Sactloa  672  («)(2)) 

(or  dataralaatloaa  of  avallabUltjr  for  aaabara  of  tha  Standby  teaarva,  folloaliv 
thalr  ordarlng  to  actlva  tarvlet  la  a national  aaargancy. 

Tha  AV7  yaara  have  proaptad  a continuing  parlod  of  aalactad  aerylea  ataff  and 
funding  rsduetlona,  although  tha  ability  of  tha  Syataa  to  aaat  tha  atatad  DoD  da- 
llrory  raqulraaanta  haa  not  boon  dlalnlahad.  Thaaa  raductlona  hava  boon  affaetad 
altbout  lapactlag  on  thalr  dallvary  capability  by  daraleplng  varloua  eoat- 
affaetlva  adalalatratlva  aodamlaatlona.  Including  tba  uaa  of  a coaputer  to 
atore  raglatrant  (Uaa  and  procaaa  routina  adalnlatratlva  aattara.  Aa  a 
raault  of  thaaa  aanagaaant  Inprovaaanta,  tha  Syataa  haa  baan  able  to  reduca 
thalr  full-tlaa  paraanant  aaployaant  (civilian  and  ailltary)  froa  7,009  In 
FT  1970,  to  2,229  at  tha  and  of  FT  1973,  to  a planned  FT  1976  and-atrangth  of 
1,413.  There  ham  alao  been  corraapondlng  raductlona  In  Selective  Service 
(oadlng. 

Ontll  tha  aubalaalon  of  the  FT  1977  budget,  tba  Syatea  vaa  operating 
Qodar  a Concept  of  Operatlona  developed  Jointly  In  1974  by  Selective  Service, 
tba  Departaent  of  Defense,  tha  Office  of  Kanageaent  and  Budget  and  staff 
aaabars  of  the  National  Security  Council.  Tha  recoaecndatlona  of  this  group 
aara  approved  by  tha  Frealdent  and  foraad  the  baals  for  tha  FT  1976  budget 
request  for  tha  Systsa.  Thaaa  reconaandatlona  vara: 

- phasa  dovn  local  board  operations  through  fiscal  year  1977 

- develop  tad  prove  nev  procedures  for  processing  non-reslstlng 
draftees  and  Standby  Xaaarvlacs 


\ 
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- Aoi  datanln*  viability  of  usual  raflatntloB 

- dafar  standby  classification  procssslnf  until  Induction  authority 
la  raquaacad 

- eontlnua  to  appoint  local  board  nubars  In  ordar  to  nlnlnlu  tlaa 
raqulrad  to  raconstltuta  local  board  oparatlons  la  a crisis. 

In  ordsr  to  fund  this  progru  In  tha  currut  fiscal  yur,  tha 
Mnlalatraclon  ra<iuastad  $42  Blllloa  and  $37.5  nllllon  ana  approprlatad 
(Including  savaral  nllllon  dollars  for  tha  operation  of  tha  laconelllatlon 
Frogru).  In  accorduca  with  tha  Prasldmtlal  Dlrsctlva,  racalvad  by 
Salactlvs  Sarvlca  on  Daesnbar  19,  1974,  tha  Syatw  took  tha  following  utlonsi 

- Tha  local  board  a cuaad  oparatlona  at  tha  and  of  1975  aftar 
clMSlfylng  a portion  of  tha  1956  yur  group  (thsM  ara  tha  nu 
allglbla  for  Induction  during  197$); 

- Tha  626  aru  offlcaa  which  wara  urvlng  tha  1,01$  local  boards 
wars  raplacad  by  approxlnataly  130  Adnlnlatratlva  offlcaa. 

» Tha  laval  of  conpanaatad  paraonnal  was  raducad  by  42X. 

- A naw  caapuCar-aaalstad  progru  was  davalopad  for  tha  storing 

of  raglatrut  Infornatlon  and  tba  Issuing  of  noat  Inductlon-ralatad 
lattara,  ordara  and  other  adnlnlatratlva  datalla. 

- Continuing  registration  of  young  nm  at  thalr  ISth  birthdays  was 
suapandad  by  Prasldutlal  Executive  Ordar,  affactlva  April  I,  1975. 

- A yurly  catch-up  raglatratlon  ms  plauad  for  aarly  1976. 

- Procaaslng  of  Standby  Kasarvlsts  ranalna  Inactlva. 

- Mubara  ara  being  appointed  to  tbs  Inactlva  local  boards. 
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th«  H7)  S«lectlve  Strvlct  Budget 

Hi*  Selective  Service  Syscea  rei|ueeted  epproxlaetely  $28  ■llllon 
lor  n 1977,  Ihle  fiuidlng  level  would  eupporc  the  concept  of  operations 
approved  by  the  Fresldent  in  1974  and  would  retain  a capability  of  coaMneing 
inductlobs  within  30  days  and  delivering  up  to  500,000  inductsas  within  180 
days.  Because  of  continuing  Tt  1977  geconciliatlon  Service  and  ooe-tlaa 
shut-dom  coats,  the  Syatea  stated  that  their  on-going  funding  level  for 
ft  1978  and  beyond  would  be  approxiaatcly  $18  alllion.  This  funding  would 
retain  a 30-day  Induction  capability  and  would  allow  for  spproxtaately 
1,100  aavloyeas. 

Due  to  coat-cutting  efforts  and  a concern  over  the  approprlatancas  of 
the  plarncd  once-a-year  registration,  the  question  of  continuing  with  active 
registration  and  classification  was  ralsad  by  the  Office  of  ManagsBsnt  and 
Budget.  Following  axtenaiva  dlscuasions,  the  Hattonal  Security  Council  and 
the  Dapartasnt  of  Defense  agreed  with  0MB  that  a new  "deep  standby”  posture 
would  end  continuing  registration  and  classification  activities  and  provide 
for  a nobillaatlon-planning-only  concept  of  operations.  To  fund  this 
reduced  level  of  activity,  $6  alllion  was  included  in  the  proposed  FT  1977 
budget.  This  level  of  funding  was  noil  as  the  reduced  level  of  Standby 
Draft  activities  was  reviewed  and  approved  by  the  President. 

The  proposed  $6  Billion  funding  for  the  Selective  Service  Syatea 
will  have  the  following  organixatlonal  lapacta  on  Selective  Service: 


1.  Th«  auBb«r  of  Soloctlvo  Sorvlco  oaploytts  will  h%  roduccd  froa 
1,413  to  100  (roductlon  to  bo  acconpllahod  boforo  Juno  30,  1975). 

2.  Tho  750-800  man  Roaorvo-Natlonal  Guard  aactlona  vlll  bo  rotalnod. 

3.  Tho  156  Adalnlatratlvo  Offlcoa  will  bo  cloood. 

4.  Soloctlvo  Sonrlco  will  roaaln  aa  aa  Indopondont  atoncy,  with 

a oaall  Vaahiatto«.'baood  planning  ataff,  plannlng/coordlnotlng 
poraonnol  at  fivo  roglonal  offlcoa,  and  at  laaat  a Stato  Dlroctor 
(poaalblo  unpaid)  within  oach  of  tho  50  atatoa. 

Tho  propoaod  $6  alllion  budgot  will  hova  tho  following  lapacta  on 
Soloetlvo  Sorvlco  oporatlona: 

1.  Thoro  will  bo  no  roglatratlon  or  claaalflcatlon  activltioa. 

2.  Thoro  will  bo  a uoloy  In  cnawinclng  Inductlona  In  tho  awont 
of  an  oaaigoncy.  Thla  dolay  will  llkoly  bo  loaa  during  tho 
rooaindor  of  1976  and  part  of  1977  (when  alroady-roglatorod 
young  won  aro  atlll  in  tho  flloa)  than  In  tho  following  yoaro 
whon  roglatratlon  and  procooalng  would  havo  to  bo  coMoncod 
froa  a atandlng  atop. 

1977  Budaot  laouo 

tho  propoaal  to  change  tho  1974  Concept  of  Oporatlona  by  atopplng 
roglatratlon  and  claaalflcatlon  actlvltleo  proapta  two  fundaaental  policy 
^uoatlona: 
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Docs  our  Hotlonol  Defense  require  e Standby  Draft  ea^Alllty 
with  tiae-phased  requireoents  for  nui^ra  of  Myete^? 

WXI  the  proposed  FY  1977  funding  level  for  the  Seleetivc 

Service  Systca  allow  the  Systea  to  aeet  these  rc^twsts? 

The  need  for  personnel  beyond  those  who  would  be  noraelly  MsUable  t.-ir 
a ^TOpean  War  scenario  has  been  clearly  established  and  reafflrw^  ^ a mariner 
of  occasions.  This  requlreaent  would  be  In  addition  to  the  ■snpmrtrr  resources 
irikich  would  be  realixed  by  a aoblllxatlon  of  the  Total  Forcst  Inclodlng  the 
Selected  Reserve,  Individual  Ready  Reserve,  Standby  Reserve  and  dw  Retired 
Reserve.  Vhlle  DoD  planners  do  not  expect  that  all  een  fro*  all  estegoriea 
will  be  available,  in  1975  they  eatlnated  the  FY  1980  "yUld**  perceatagea 
as  follows s 

Selected  Reserve  * 95X  of  897,000 
Individual  Ready  Reserve  - 70Z  of  595,000 

Standby  Reserve  - 50Z  of  311,000 
Retired  Reserve  * lOZ  of  986,000 

These  "yield"  factors  were  detenlned  by  the  staff  of  the  Total  Force 
Study  Group  within  DoD  and  were  coanendable  efforts  to  relate  expected 
"yields"  to  historical  precedents.  However,  their  data  and  concloslona 
proapt  several  questions  that  should  be  answered,  each  of  vfiich  lapacts  on 
the  probable  need  for  draftees  la  a nobllisatlon  scenario. 

First,  are  the  "expected  yields"  realistic? 

The  DMC  has  serious  reservations  concerning  the  reallsw  of  the 
"expected  yields,"  based  in  great  part  on  our  analysis  of  the  probable  size 
of  tlw  IRR  and  Standby  Reserve  pools  In  FT  1980  sod  beyond.  Rscc>stixtne 
that  the  'expect^  yields"  are  based  both  on  a percentage  and 


S '. 


- 10  • 


•xptcttd  pool  iiiot*  pooi*  of  olgniflcantly  smallor  alee  would  dirtctly 
lapact  upon  tha  Moblllaation  pocaotlal.  In  our  atudy,  wa  concluded  that 
tha  alsa  of  tha  tRR  and  Standby  Raaarve  poola  will  ba  algnlflcantly  amaliar 
than  projactad  by  DoD.  Thia  raduotlon  will  ba  caused  by  tha  various  new 
All  Volunteer  Force  aanpowar  pollclaa  which  lapact  on  tha  poola,  and  It 
la  our  contar*:loo  that  c!taaa  new  pollclaa  and  renda  ware  not  racognlxad 
in  tha  Boat  recant  DoD  projactlona.  Indeed,  In  hla  taatlBony  before 
Chalrvan  Habart'a  SubcoiBittae  on  lovaatlgatl^na  of  tha  Houaa  Anaad  Sarvlcaa 
CoMlttaa  on  January  21,  1976,  Aaalatant  Secr<itary  of  Dafenaa  (H&RA)  Brahm 
atatad  tha  axpaetad  FT  1980  alaa  of  both  tha  and  Standby  Raaarva  poola 
ware  approxlaataly  ona-thlrd  tha  aira  of  tha  poola  projactad  In  tha  Total 
Force  Study. 

With  tha  period  of  military  obligation  limited  to  alx  yeara,  tha  alaa 
of  tha  Raaarva  poola  will  ba  datarmlned  to  a great  extent  by  tha  numbers 
of  people  that  leave  active  service  after  2-5  yeat  enllatmenta.  Thus,  the 
movaoMat  toward  longer  Initial  enliatmenta,  higher  reenllatment  rates,  and 
Iflcraaaad  numbers  of  women  (who  have  no  raaarve  aarvicc  obligation)  means 
chat  far  fewer  men  are  leaving  service  during  these  AVF  yeara.  Further,  the 
Selected  Raaarva  unite  are  recruiting  a far-larger  number  of  prior-service 
vataraao  laaviag  fawar-chan-aver  man  for  tha  IRR  end  Standby  Raaarva. 

Aa  a result,  unleaa  major  policy  changes  are  forthcoming,  both  tha 
Standby  and  tha  Individual  Ready  Raaarve  should  canaa  to  ba  vlabla 
raaourcaa  by  FT  1980. 

TWO  othar  facta  contribute  to  our  akaptlclam  concerning  ttw*  "ylalda" 
projactad  by  tha  Total  Force  Study:  first,  tha  expected  percentage  returns 
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ar* ■oaevhat  higher  than  hlatorlcal  precedent*!  aecond,  there  ar*  no  precedent* 
for  the  recall  of  Standby  and  Retired  Eeaervlata. 

Second,  will  the  Reeervlete  report  quickly? 

Thla  question  concerns  the  tlsilng  of  recalled  reaervlats;  that  la, 
uhat  realistic  tlae  delays  can  he  expected  between  aoblliaatlon  and  the  day 
on  which  Individual  and  Standby  Raservlaca  assuaa  allltaty  duties.  In 
this  area,  there  It  very  little  hiatorlcal  Infonatlon,  although  our  Halted 
expsrlsnc*  with  reserve  callup*  tadlcates  that  a very  optlaiatle  delay  period 
would  be  60  days,  allowing  30  daya  for  recall  notice  and  30  day*  of  active 
duty  for  orientation  and  sattling-ln.  On  the  other  hand,  there  have  bean 
Raacrvltta  who  have  delayed  their  reporting  for  weeka/aonthe  beyond  their 
expected  reporting  dace. 

The  "special”  case  of  Standby  Reservists  also  deserves  discussion. 
Aasiuaing  that  policy  changes  are  forthcoming  fr<M  the  Department  of  Defense 
vhich  prompt  a viable  Standby  Reserve » the  expectation  that  these  men  could 
be  ordered  to  active  duty  loBedlately  following  a mobilisation  %rould  seem 
to  be  very  optimistic  in  light  of  the  legal  requirement  that  their  avail* 
ability  be  determined  by  the  Director  of  Selective  Service.  It  will  be  a 
busy  time  for  this  Director  in  the  daya  following  a moblliaatlon  and  it  would 
be  realistic  to  expect  that  his  screening  of  Standby  Reaerviets  would  be 
delayed  for  several  weeks. 

Third,  will  recalled  Reservlata  have  the  requisite  akilla  to  fill  MOS 

shortfall  vacancies  in  operating  units? 

This  question  concerns  the  realism  of  Reserve  recall  plana  in  light  of 
probable  HOS  skill  mis*mstchlng.  Whereas  the  moblliaatioo  needs  would  be 
primarily  for  combat  arms  individual  replacements,  many  of  the  current 

IRR  and  Standby  Reservist,  would  be  unsble  to  assuM  thee*  roles  ~ 
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•OM  n«v«r  b«cAut«  of  health  problcM  **  mm  only  after  a period  of  coabat 
arM  retraining.  In  Cheee  letter  ceeee,  It  night  refaire  aore  then  tao 
aontha  of  retraining. 

As  loAlvldusl  "tlllsr*'  ssfipoMr  seuld  bs  rs^dni  liiHitsly  follnrtnc 
tbs  coBsncsasnt  of  bostUltlss,  nslthsr  ns»  mlisit ssrs/lfldiictsao  or 
Issarrlsts  rsqulrlng  rs-tralnlog  sould  ba  abls  ts  falftll  thaaa  rsqulra- 
■aats.  Both  groups  vould  ba  Joining  units  saaanhat  aftar  tba  critical 
tlas  periods  — Toluntaars/lnductaaa  no  soonat  chan  U>  days  — ra-callad 
lasarvlats  nho  raqulra  ra-tralnlng  In  about  tha  aaaa  ttna  fraaa. 

It  la  tha  vlau  of  tba  Dafanaa  Dapartaant  that  aalthsr  roluntaara  nor 
draftaas  can  halp  fill  tha  ahortfalli  cathar,  thay  bapa  to  raly  on  cucrantly- 
non*obllgatad  vaCarana  who  could  ba  aaalgnad  to  units  ulchouc  axtandad  ra- 
tralnlng.  Aa  all  Servlcaaan  currently  ara  obllgatai  for  six  yaara  of  acclva 
and  raaarva  aarvlca,  tha  OoD  position  la  that  thaaa  aaa  should  ba  antandad 
lor  further  periods  of  Claa,  aod  tha  Total  Force  Study  lar (landed  that  tha 
Raaarva  obligation  ba  axtandad  for  entering  aan  fraa  tba  praaant  alx  years 
to  their  29th  birthday.  In  practice,  this  vould  raaalt  In  an  average 
extension  of  Raaarva  service  obligations  of  about  J 1/2  yaara.  While  DoD 
clearly  supports  the  need  lor  Inductees  during  axtandad  coabat  operations, 
they  ara  lass  clear  regarding  the  requlreaant  for  laductass  beglanlng  at 
the  H plua  30  day  point.  While  tha  forael  DoD  plaialag  studies  still  count 
on  Inductees  at  H plua  30,  tha  DoD  endorsaaent  of  tbs  ’deep  standby"  concept 
for  Selective  Service  operations  In  FT  1977  raises  doubts  concerning  this 
conaltaent. 
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In  mmt  thm  call-up  of  th«  Raaervaa  probably  vill  aot  produce  the 
quantity  or  thM  MOS  akill  aatchaa  outlined  in  current  contingency  plans. 

If  this  is  correct^  then  the  need  for  a Selective  Service  delivery  capa- 
bility at  M plus  30  ie  such  greater  than  currently  stated.  Further,  pending 
further  analysis  both  of  M05  skill  Batches  and  retraining  requircsente  and 
atrength-tiBs-delay-yield  fsetors  item  the  IRR  and  Standby  Reserves,  the 
current  Selective  Service  induction  capability  provides  e known  arui  predic- 
table reaource  ^ich  could  deliver  newly  trained  indue  Ccee  to  unite  within 
120  days.  In  light  of  the  adaitted  nanpower  ahortfall  problsDS  upon  mobili- 
sation and  the  fact  that  the  proposed  "solution"  of  extending  Reserve  service 
obligetloas  has  yet  to  be  fully  steffed  end  considered  by  the  AdBlnistration  or 
Congress,  and,  even  if  authorised,  would  iMt  have  an  lapaet  for  alx  years, 
the  retention  of  the  current  Selective  Service  cepebillty  of  cocesencins 
inductions  at  H plus  30  deys  would  sees  to  be  the  wise  course  of  action. 

Xapect  of  the  Proposed  Ft  1977  Funding  Level  on  Induction  Capability 

The  second  fundsBentel  policy  question  relsed  by  the  proposed  reduction 
in  Selective  Service  funding  concerns  the  iapset  of  the  reduction  on  induc- 
tion capability.  Xn  the  view  of  Selective  Service  Director  Byron  Pcpitonci. 
the  go  million  funding  level  would  delay  initial  inductions  by  80  deys;  thee 
is,  the  first  inductees  would  be  delivered  at  110  days.  Mr.  Pepitone 
believas  that  this  additional  time  would  be  required  for  conducting  a regis- 
tration and  reactivating  the  local  board  operations.  Others,  including  some 
psople  in  Congress,  bslievs  that  Director  Pepltone'e  eetiaete  is  opciaietic 
and  that  additional  time  would  be  required. 
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Od  th«  oth«r  hand,  tha  Offica  of  ManagaBant  and  Budgat  and,  to  a 
laaaar  dagraa,  tha  Dapartaant  of  Dafanaa,  ballara  that  tha  dalay  would 
ha  laaa  than  tha  Salactlwa  Sarvlca  Syataa  aatlaata,  and  that  In  any 
caaa  tha  "daap  atandby"  poatura  would  not  algnlflcantly  fi^aet  on 
aoblUtatlon  praparadnaaa.  Thay  baaa  thatr  jodgnant  on  tha  fellowlnt 
latlooala: 

1.  That  in  tha  **raal  world"  thara  la  lihaly  to  ba  an  alart  or  load 
tlaa  on  any  nobllltatlon  affort  that  would  allow  Salacttva  Sarvlca 
tlaa  to  raactlvata  tha  ayatan. 

2.  That  an  anargancy  of  tha  Europaan  Uar  nagnltuda  noald  produca 
additional  Sarvlca  voluntaara  In  tha  Initial  naaka  following  a 
Moblllxatlon. 

3.  That  tha  racant  changa  In  tha  law  to  allow  tha  Sarvlcaa  to  aaalgn 
nan  ovaraaaa  aftar  thraa  nontha  of  training  rathar  than  four  would 
cut  currant  dallvary  tlnaa  for  nawly-tralnad  paraonnal  by  30  daya. 

B.  That  yat-to-ha-provan  "naw"  procaduraa  for  poat-Moblllaatlon 
raglatratlon  and  procaaalng  would  allow  Salactlva  Sarvlca  to 
dallvar  Inductaaa  within  30-43  daya  following  a daclalon  to  Induct, 
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3.  That  avan  without  naw  procaduraa  for  ragltcratlon  and  procaaalng, 
tha  World  War  II  nohllleatlon  axparlanca  llluatrataa  that  tha 
Salactlva  Sarvlca  Syatan,  aaalatad  hy  larga  nunbara  of  voluntaara, 
could  aatabllah  tha  local  hoarda,  raglatar,  procaaa  and  dallvar 
Inductaaa  In  far  laaa  tlaa  than  110  daya. 
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Obviously,  thar*  la  a llffaranea  of  oplnlos  wltbto  tha  Eaaeutlva 
Branch  concarnlng  tha  ttna  ahich  vouU  be  raqolcad  undar  tha  $6  ■llllon 
fuadlag  laval  for  tha  Salactlva  Sarvica  Syataa  Co  raeonatltuta  tha  local 
boards,  raglstar,  classify,  procaaa  and  begin  dallvaclaa  of  laductaas  to 
tiM  araad  foresa.  Whlls  thara  la  llkaly  Co  ba  an  alart  period  Is  any  i^blll- 
aatlos  aaarganey,  thara  ara  aany  axaaplaa  In  history  of  vary  short  or  non* 
axlatsnt  alart  periods.  Furthenaore,  tha  reactivation  of  the  Salactlva 
Sarvica  Systas  In  a parlod  of  Intanaa  international  prasauraa  could  ba 
Intarpratad  as  an  overt  act  of  praparing  for  hoatUlClaa.  As  such.  It  sight 
not  be  politically  faaslbla.  Mills  additional  voluntaara  probably 
could  ba  axpactad  In  a aalor  national  asargancy,  thara  la  no  guarantaa  that 
this  would  ba  so;  Indeed,  It  la  not  hard  to  Invlslon  aeanarloa  where  sag* 

Santa  of  our  society  would  ba  totally  opposed  to  soblllzatlon,  with  a resulting 
adveiaa  Ispact  on  voluntaarlM.  Concamlng  tha  reduction  In  tha  slnlmis 
parlod  which  young  sen  Bust  ba  trained  before  aaslgnawnt  to  cosbat,  chare 
la  logic  in  tha  OHB  and  Dafensa  Departsent  position,  although  tha  sanpower 
raqulrasenta  studies  which  have  been  conducted  concerning  sobllltatlon  needs 
indicate  that  tha  need  for  trained  parsonnel  would  still  occur  before  newly 
trained  Individuals  could  ba  delivered,  even  under  an  aceelarated  thrae* 
sonth  training  progras,  Concamlng  "saw”  registration  and  processing  pro- 
cedures which  could  ba  Isplessntad  following  a Hoblllaatlon,  sany  Innovative 
proposals  have  bean  davaloped,-^  and  others  could  follow.  Howavar,  there 
la  a significant  difference  between  proposals  for  further  proceaslng 
shortcuts  and  tested  operational  procedures.  last,  while  the  Selective 


See  Kenneth  J.  Coffey,  Manning  of  the  U.S.  Arsed  Furces  In  a Post  All- 
Volunteer  Force  Era  (Selective  Service  Syeten,  1975),  928  pages. 
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S«rvlc*  Syitaa  did  t«n«rally  b«gln  Inductlona  r»rj  gulcUy  la  I960, 
thay  alao  raqulrad  aora  than  four  aontht  to  eoaaanca  Indoctlona  aftar 
tha  ona-yaar  ATT  axparlaant  In  1947, 

In  aua,  aa  Chalraan  Tarr  aald  In  hla  taatlaony  bafoia  tha  Habart 
auheoalttaa  on  January  21,  1976; 

Thara  probably  la  aooa  aarlt  In  aach  argiaant.  But 
to  all  of  thaaa,  I would  raply  that  a aaall  ayataa  with- 
out raglatratlon  and  claaalf Icatlon  would  not  proalda  nan 
aa  quickly  aa  a ayataai  with  all  nacaaaary  work  dana  prior 
to  a call  fcr  phyalcal  axaslnatlona. 

COHCUJSIOMS 

An  axaalnatlon  of  tha  aoblllxatlon  aanpowar  planning  within  tha  Dapart- 
■ant  of  Defanaa  Indlcataa  clairly  chat  tha  axtant  of  probably  nanpovar  ahort- 
agaa  la  atlll  a gray  araa,  with  aany  ranalnlng  quaatlona  caneamlng  tha 
probabla  alia  of  tha  Baaarva  poola,  raallacle  "ylalda”,  tlaa  dalay  factora, 
and  HOS  aklll  ra-tralnlng  raqulraunta.  Whlla  thaaa  varlaaa  gray  araaa  will 
probably  ba  raaolvad  In  coaling  aamtha,  it  la  axpactad  that  a continuing 
ahortaga  of  cralnad  sanpowar  will  ba  tha  final  anawar.  To  raaolva  this 
problan,  DoD  has  ,>copoBrd  an  axtanaion  of  Baaarva  aarvlca  sbligatlona,  a 
nova  that  would  caqiiire  laglalaclva  changaa.  Bacauaa  of  thla,  tha  poaalblllty 
of  thla  proposal  being  adopted  la  at  base  unclaar.  In  tba  naantlaa,  tha  pool 
of  untralnad  nan  and  woaan  rsaalna  tha  only  viable  altamatlva  aourca  of 
■anpovar.  Whlla  additional  voluntaara  night  com  forth  la  an  SMrgancy 
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■Ituation,  the  curr«gt  capabl^ty  to  Induce  aon  at  M plus  30  days  Insures 
f ■ 

a eoatlouiag  supply  of  trained  aanpowsr  by  the  M plus  4 Booths  point.  Id 
light  of  the  various  unaoswarad  questions  concernlnt  tha  currant  Keserva 
pool  and  Its  aeblllsatlon  potantial,  as  mil  as  tha  unresolved  ppoblas  of 
aupplaacntlot  this  resaurca.vlth  additional  parsonnal.  It  uould  be  prudent 
to  retain  a proven  aanpomr  supply  resource  until  better  wya  and  naans  are 
developed.  furtbarBore,  careful  analysis  should  reveal  that  In  naoy  cases 
tZ  Individual  and  Standby  Rasnrvlsta  tlaa-delay  and  aklll-nlSBatchlnt  pro- 
blau  would  delay  their  reporting  to  operating  units  mil  beyond  tha  point 
at  which  newly  tralnad  Inductees  could  report. 

In  auB,  tha  vlaa  course  of  action  nay  bp  dataralned  only  by  coaparlng 
costs  with  benefits.  To  save  $12  Billion  pec  year,  Che  Katlon  would  delay 
the  Induction  of  sen  for  at  least  60-80  days,  possibly  longer  If  the  Metlon 
has  axperlsncsd  substantial  dsstrucClon  and  tucaoll  prior  to  aobllltatlon. 
The  nuBbera  of  nen  required  Isnediaceiy  following  aobllltatlon  or  the 
schedule  by  which  It  would  be  necessary  to  Bake  then  available  to  the  Amed 
Torces  cannot  be  calculated  praclaaly.  However,  when  Cine  aay  be  our  Boat 
critical  resource,  this  nodasc  annual  saving  has  no  relation  to  the  risk 
that  It  would  Invite. 


UCOMfENDATlONS 

Tha  Defsnea  Kanpomr  Conalsslon  should  cecoaBcnd  tiie  following  actions: 
TfM  Standby  Vnuit  Syiiem  thotUd  be  Attained  uith  a capabZJUXy  to 
cosnende  Zjiductioiu  uUhin  SO  day*. 


The  dUKimuM  iuntLUig  and  iiaH-ing  tivll  Htcu4My  to  f/un/idt  thU 
capabtJUXy  ihould  bt  provided. 

The  K€gi*t)uiUon  and  itutXat  clan-Hlaatien  04  young  mtit  tbouJtd  be 
continued,  ptutUng  tkt  dtvUopmtnt,  tuting  and  titaluation  o{  vaxiouO  pno- 
poiaJU  uhiali  uould  attovi  the  Syittm  to  anmentt  inducUoiu  aitkin  iO-SO 
dagi  iiUtfioat  tka  ntceoaity  (oa  an  on-going  on  onct-a-gtan  ntgiktnotion. 

Tkt  Vtpantmtnt  oi  Vtitmt  ahoutd  ntioatuatt  tktin  txptcXtd  yizJtxU, 
neponting  dUngo  and  UCS  tkiU  matching  pnobttmi  ion  the  IKK  and  Standby 
Kui/ive. 

Tkt  Otpaiuntnt  oj  Pe^enoe  thoald  tvatuaU  the  iHtctiointU  0^  4ub- 
atituting  neioty  tnaintd  contenipta  (on  tkoit  IKK  and  Standby  Ktitnuitto 
idio  might  be  ditaytd  in  ntponting  (on  duty  on  negtUnt  txttnsivt  ikitt 
nt-tnaining. 

tfhil*  non«  of  uo  hopes  or  expects  thst  It  will  be  necesssry  to  conduct 
a major  Bobllliatlon  of  our  allltary  forces.  It  would  less  than  prudent 
to  allow  a wajor  aagaanc  of  that  Total  Force  to  ba  less  than  lamedlataly 
arallabla  and  of  use.  The  adoption  of  these  racoaaaodatlona  would  Insure 
tha  continuing  availability  of  our  aoblllratlon  aaopovar  "Insurance”  - tha 
Salactlva  Service  conscript. 
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EXECUTIVE  SUMMARY 


TITLE: 


Th«  Costs  of  the  All'‘Voluntecr  Force  iind  Total  Force  Moblll-> 
cation 


BACKGROUND:  Inere  are  a number  of  cost  Items  which  were  initiated  lasMdlately 

before  or  during  the  All-Volunceer  Force  years.  These  Items 
Include  basic  pay  and  allowances,  enlistment  bonuses,  officer 
program  scholarships  and  subsistence,  health  profession 
accession  programs,  quarters  improvements,  special  pay  for 
recruiters,  travel  entitlements,  educational  programs,  and 
recruiting  and  advertising  programs.  Estimates  concerning  the 
actual  costs  of  these  Items  and  whether  they  should  be  included 
or  excluded  from  the  “true  cost"  of  the  All-Volunteer  Force  vary 
with  cost  estimates  ranging  from  a low  of  essentially  nothing 
to  a high  In  excess  of  $4.5  billion. 

The  cost  savings  or  opportunity  costs  which  would  be  possible 
under  a return  to  a system  of  conscription  also  are  discussed. 
Like  AVF  costs,  estimates  vary,  although  savings  of  aey  magnitude 
would  not  be  possible  without  making  fundamental  adjustments  in 
current  pay  and  other  benefita  levels. 

The  costs  of  mobllltlng  the  Reserves  also  are  discussed,  and 
cost  eatlsMtes  are  developed,  using  both  the  Do''  average  costs 
per  active  duty  person  and  adjusted  proportions  of  Service 
and  DoO  budgets. 

PROBLEM:  How  to  define  the  true  costa  of  the  All-Volunteer  Force,  the 

cost  savings  that  would  accrue  upon  a return  to  an  Involuntary 
manpower  procurement  system,  and  the  C03ts  of  mobilising  the 
Raserves. 

CONCLUSIONS:  Individual  Judgments  and  rationale  concerning  the  true  coat  of 

tha  AVF  vary  to  the  degree  that  it  is  impossible  to  defend  a 
single  cost  cstlnate.  Concerning  opportunity  costs,  savings 
would  be  minimal  unless  the  Nation  was  willing  to  make  dramatic 
reductions  In  service  pay  and  other  benefits.  Concerning 
mobilisation  costs,  unless  a specific  scenario  and  related 
requirements  are  Identified,  the  cost  estimates  should  be 
considered  as  "rough"  and  indicative  of  costs  rather  than 
actual  expected  costs.  Recognizing  that  conscrlptloo  systems 
prompt  "taxes  In  kind"  for  those  selected,  the  costs  of 
maintaining  an  armed  force  to  the  Nation  do  not  vary  greatly 
from  an  AVF  '*  conscription  system.  Rather,  it  Is  a question 
of  who  will  bear  what  share  of  the  military  cost. 
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THR  COSTS  OP  THE  ALL  VOLIjNTEER  FORCE  ANT)  TOTAL  FORCE  MOBILIEATION 


BACKCROUND 

On  March  27,  1969  the  Preeldent  Apoolnted  an  Advlaory  Cooalaalon  for  the 

purpose  of  developing  a coaprehcnslve  plan  for  eliminating  conscription  and 

moving  tovard  an  all-volunteer  armed  force.  Referred  to  as  the  “Cates  Co«' 

mission",  they  submitted  their  report  to  the  President  In  February  1970.-^ 

The  Gates  Conlssion  unanimously  believed  the  Nation's  Interest  would  be  better 

served  by  an  all-volunteer  force,  supported  by  an  effective  stand-by  draft, 

then  a mixed  force  of  volunteers  and  conscripts.  In  assessing  various 

alternatives  the  Gates  Cocmilsslon  Identified  additional  budget  expenditures 

which  would  be  required  for  an  AVF  in  FY  71.  These  additional  expenditures 

were  suamarlsed  as  follows  (in  1970  dollars): 

Essie  pay  Increase  $2.68  1 

Proficiency  pay  .21 

Reserve  pay  Increase  .16 

Additional  Hedical  Corps  expense  .12 

Recruiting,  ROTC  and  mlsc.  .08 

TOTAL  3.24 

Less  added  Federal  income  tax  -.54 

Net  addition  to  budget  $2.70  B 

In  the  ensuing  months,  following  publication  of  the  Cates  Coanlsslon  Report, 

there  was  considerable  discussion  of  AVF  cost  estlMtes.  In  1971  a commitment 

was  made  to  end  reliance  on  conscript  manpower  for  the  military.  This  was  done 

with  a realisation  that  Increased  budget  costs  would  be  necessary  to  make  the 

military  a competitive  employer  In  the  open  market  place.  In  general  the  public 

was  expecting  a $3  billion  bill  In  exchange  for  an  elimination  of  the  draft. 


1/  "The  Report  of  the  President's  Commission  on  an  All-Volunteer  Armed  Force", 
U.S.  Government  Printing  Office,  Washington,  D.C.,  February  20,  1970^  211  pp. 
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Today,  flv*  yaar*  Tatar,  tha  draft  bat  andad.  It  la  parcalvad  by  aama 
that  aanpowar  cotta  art  running  away  with  tha  Defente  budget,  driven  by  tha 
cotta  of  tha  volunteer  force.  Baaed  upon  Gatea  Coaaiiaalon  nethodology  (with 
adjuttaantt  for  forea  alet  and  Inflation)  tha  AVF  coat  rtaalna  at  about  $3 
billion.  However,  there  arc  growing  nuabera  who  reject  thla  figure,  clalalng 
the  AT?  la  "coating"  the  Nation  anywhere  froa  eaacntlally  nothing  up  to  an 
•aflaata  far  in  axcaea  of  tha  (3  billion  eltad. 

Why  thla  dlaparltyf  Hhat  la  the  coat  or,  even,  what  la  4 coat  of  the  ATff 

Tha  crua  of  the  AT?  coat  dlleaBa  la  a reault  of  tha  daflnltlona  and  aethod- 
ologlea  uaed  to  coaputa  both  coata  and  aavlnga  attributable  to  tha  AT?. 
Therefore,  any  figure  choaen  to  repraaent  "a  coat"  of  the  AT?  will  be  the  raault 
of  individual  judgnenta  on  aany  varlablaa  aa  to  what  conatltutaa  a relevant 
prograa  aa  well  aa  lea  conconltant  coat. 

Thla  paper  will  identify  the  varloua  prograaa  which  night  be  attributed  to 
an  AT?  "coat"  figure  and  preaent  varloua  poaltlona  on  their  applicability. 

DISCUSSION 

To  begin  with,  tha  cam  "coat"  can  be  alualve.  ?or  purpoae  of  tha 
following  dlacuaalon,  coat  eguatea  to  budget  eatlaatea  and  eaeentlally  will 
be  viewed  in  tama  of  (1)  "coata  to  achleva  or  aalntaln  an  AT?",  and  (2) 
"opportunity  coata"  (l.c.,  coata  that  can  be  recouped  or  avoided  to  provide  a 
aavlnga  that  actually  could  be  raallaed  with  a return  to  the  draft) . 

Aa  noted  prcvloualy,  relevant  prograaa  aud  conconltant  coata  are  aubject 
to  Individual  judgnenta  aa  to  what  pertaina  to  tha  AT?.  The  approach  will 
he  to  addreaa  each  potential  factor  contributing  to  the  range  of  AVF  coats, 

- Basic  Pay  and  Allowances  I3  the  single  largest  Item  In  assessing  AT?  cost. 
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It  1*  also  ona  of  tha  aora  controvaralal  prograaa  In  arriving  at  AV7  attalnnant 
or  opportunity  costa. 

Thara  ara  tboaa  who  contand  that  tha  1971  pay  Incraaaaa,  aalnly  tor  Junior 
anllatad  and  offlcar  paraonnal,  vara  aaaantlal  for  acuity  raaaooa.  WhUa  thay 
agraa  that  Incraaaad  pay  aada  voluntary  aarvlca  aora  attractlva,  thay  argua 
that  prior  undarpaynanta  to  first  tataars  aaountad  to  a fora  of  Inaqultabla 
taxation  — a tax  In  kind,  lavlad  on  flrat-tara  allltary  paraonnal.  Slnca 
prava'  Ing  govarnaant  accounting  practlcaa  fall  to  racognlta  taxaa  paid  In 
kind,  this  uodarpayaant  to  flrst-taraara  aaa  navar  racordad  la  tha  budgat  aa 
althar  a ravanua  or  axpandlturaa.  In  addition  to  providing  agulty  aad  allaln- 
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atlng  tha  unfair  In  kind  tax  burdan  on  flrat-taraara,  It  la  arguad  thara  was 
no  nat  Incraata  alnca  tha  budgat  now  proparly  raflacta  additional  allltary 
coapanaatlon  aa  vail  as  additional  ravanuaa  to  aaka  tha  payaaats. 

On  tha  othar  hand  thara  ara  thosa  that  any  that  tha  In-klnd  tax 
arguaant  la  a "Moka  aeraan."  Such  a burdan  has  always  baan  a raeognlaad 
and  accaptad  alaaant  of  conscription.  Aad  whara  undarpayaants  to  tha 
allltary  axlstad  for  dacadaa,  It  would  ba  hypocritical  to  attrlbuta  tha 
auddao  and  draaatlc  Incraaaaa  In  flrst-tara  pay  to  tha  vlrtua  of  aqulty. 

Kora  raallstlcally,  tha  1971  pay  Incraaaaa  should  ba  attributad  to  asking 
allltary  aarvlca  aora  attractlva  at  a tlaa  whan  a conscious  daclslon  was  aada 
to  prograaalvaly  raduca  draft  calls  to  asro  and  adopt  tha  AVT  cencapt. 

Whathar  ona  views  tha  pay  laglslatlon  (F.L.  92-129)  as  Juatlflsbla  on  aqulty 
grounds  or  aa  nacaasary  In  a zaro-draft  anvlronsMnr,  It  la  aanlfast  that  tha 
AVF  would  haw  had  llttla  chanca  of  auccaas  without  an  Incraaaa  In  flrat-tara 
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mgt*.  AccoidlBgly,  this  Isttsr  group  Mould  argus  that  first-tars  pay  Incrasaas 
ara  sot  only  a coat  to  achlava  and  saintaln  tha  AVF,  but  Mould  also  provlda 
a sl^lficast  opportunity  coat  upon  a ratum  of  eosaerlptton. 

- gnllatsant  Bonuaaa  Mara  provldad  for  In  F.L.  92-128.  Thara  appaars  to  ba 
llttla  dabata  ovar  this  progras  being  directly  tied  to  tha  AVP.  With  the 
Coabat  Araa  Bonus  accounting  for  tha  single  largest  category,  anltstaant 
bonuaaa  Incraaaa  voluntaara  for  tha  lass  attractive,  aora  risky  and  difficult 

to  fill  occupational  spacialtlas.  Since  under  a conscript  systia  nsM  acccsstons 
arc  ssslgnad  based  upon  sarvlcs  naeda.  It  la  generally  agjcaad  that  anllstaant 
bonuaaa  are  both  an  attalnaent  and  opportunity  cost  of  tha  AVF. 

- Officer  Proaraa  Scholarships  and  Subalatanca  ara  not  unique  to  tha  AVFj  hOMcvsc, 
algniflcaat  Incrcasss  Mate  snactad  through  legislation  by  the  92nd  Congress 

(P.L.  92-166.  171.  172).  Included  In  this  category  Mas  an  Increase  in  the  nuaber 
of  Aray,  Air  Force  and  Mavy  ROIC  scholarships,  as  veil  as  a doubling  of  the 
■OTG  subsistancs  allovanca  to  a leval  of  $100  per  aonth.  Also  authorlicd  vas 
a nsM  $100  par  aonth  aybaistcnce  allovanca  for  aeabsrs  of  the  Marine  Corps 
Platoon  Leader  Course. 

Sons  argue  that  subslstsnea  ralsaa  vara  long  overdue  In  light  of 
large  Incrsaaas  In  rooa  and  board  costs  at  universities. 

Larger  nuabars,  hovevar,  point  to  tha  antlra  package  as  being  AVP 
aotlvated.  Citing  the  1971  tlalng,  and  tha  declining  anrollasnt  In  ROIC  progrsas, 
they  eontand  the  Incraaaad  nuaber  of  scholarships  along  vlth  tha  Inducaaent  of 
higher  subsistence  vare  the  result  of  tha  need  to  attract  the  sufficient 
quantity  and  quality  of  students  to  asat  officer  prograa  needs  in  a zero 


draft  cnvlronaant. 
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- HMlth  Proftttion  tcetulom  trer*  vlcved  bjr  th«  C«t«(  Ccaalsslon  as  ■ moat 
difficult  challanta  for  an  AVT.  Tbay  polntad  out  that  mainly  through  con- 
acilptlon  <aa  of  1970)  802  of  all  mala  phyalclana  la  tha  Unltad  Stataa  undar 
33  yaara  of  aja  had  aanrad  In  tha  acmad  forcaa  and  that  60Z  of  all  military 
doctora  aarvad  laaa  than  2 yaara.  Savaral  laglalatlva  actlona  alnca  1971 
hava  laprovad  acholarahlpa  and  apaclal  paya  for  haalth  profaaalonala. 

Aa  vlth  othar  programa,  aoma  argua  that  many  of  thaaa  naw  Inltlatlvaa 
«ara  logically  juttlflad  on  tha  baala  of  a long  naadad  mova  toward  aqulty  with 
civilian  countarparta;  that  avan  undar  tha  draft  with  ralatlvaly  rapid  promo- 
tlona,  apaclal  pay,  continuation  pay,  ate.  a madlcal  offlcar  waa  groaaly 
undarpald. 

Thara  la  tha  oppoalng  vlawpolnt,  bowavar,  that  only  with  tha  conacloua 
daclalon  to  and  the  draft  ware  bold  naw  compenaatlon  Inltlatlvaa  undartakan 
to  attract  haalth  profaaalon  voluntaara.  Accordingly,  thla  group 
eontanda  that  tha  greatly  expanded  Health  Frofaaalen  Scholarahlp  program, 
optomaerlae  apaclal  pay,  naw  haalth  profaaalon  bonuaaa,  plua  autborlxatlon  for 
the  naw  Unlfomad  Sarvlcaa  Unlvaralty  of  Health  Sclanca  hava  baan  coata 
attrlbutabla  to  tha  achlavamant  of  the  AVT  and  In  cartaln  catagorlaa  could  pro- 
vide aignlf leant  opportunity  coata  If  wa  ware  to  return  to  a draft. 

* Ouartara  Improvemanta  can  Include  conatnictlon  or  aodemleatlon  of  bachelor 
quartara  and  family  boualng  or  laaaad  houalng  for  racrulcara  and  othar  military 
paraonnal  aaalgnad  to  araaa  raaMta  from  military  Inatallatlona. 

On  tha  one  hand,  aoma  paraona  point  to  tha  ald-1910'a  and  the  aatab- 
llahmant  of  a atatutory  coat  limitation  on  conatructlon.  They  cite  the 


continuing  dialogue  (and  dlaagreenent)  between  DoD  and  the  Congreaa  on  what 
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coutltuted  aufflcltiit  living  accomodation*  and  aaaoclatad  constmctlsu  csata. 
Thay  point  to  fraquant  diaapproval  b;  tb*  Congraaa  ol  DoS  pnpoaala  (or 
atandarda  and  conatruetlon  until  Ff  1971,  at  which  tlaa  pravioualp  rajactad 
propoaala  vara  approvad.  Thi*  group  argua*  that  autboriaad  yiartara/ 
houaing  raquaat*  wata  baaad  upon  habitability  atandarda  which  pra-datad  tha 
Avr,  Additionally,  thay  point  to  aurvaya  of  applicant*  and  naw  aecaaaiona 
■hich  diacloaa  barracka  and  habitability  iaprovaamt*  ara  not  idantlfiad  a* 
factor*  which  attracted  voluntaar*. 

On  the  othar  hand,  thar*  arc  thoa*  who  contend  that  not  only  did  tto 
incraaaad  nodarnixatlon/conatruction  funding  (to  1971)  appear  Clad  to  enhancing 
living  condition*  Co  attract  voluntaar*,  but  DoD  Chaaaalv'a  idantlfiad  a 
portion  of  tbaa*  fund*  a*  an  AVT  initiativa, 

- Spacial  fay  tor  Recruitara  Includa*  out-of-pockat  (OOF)  aapanaaa  authorlaad 
by  F.L.  92-129  plu*  Spatial  Duty  Aaalgnaanc  (SDA)  pay.  Thaa*  apacial  pay* 
can  rang*  a*  high  a*  t2i  for  OOF  and  (ISO  for  SDA  par  racrultar  par  month. 

Many  paopla  cite  the  timing  of  approval  of  thaa*  apacial  pay*,  along  with 
th*  amphaal*  on  racruitlng  for  an  AVF,  a*  clearly  identifying  Cham  aa  not  only 
an  achlavamanc  coat,  but  alao  an  opportunity  coat  of  th*  AVF. 

Altarnatlvely,  othar*  contend  that  OOF  axpanaa*  are  joaciflad  r*iidiur**> 
nanc*  of  racrultar  axpanaa*  that  have  nothing  to  do  with  whether  a racrultar 
function*  in  a draft  or  AVF  anvironmanc.  Alao,  thi*  group  point*  out 
Chat  SDA  pay  ia  allowed  for  many  aaalgnmant*  othar  chan  recruiting,  and  i* 
dealgned  to  attract  th*  nacaaeary  number  of  quality  voluntaar*  for  aaaign* 
ment  to  dutlaa  outalda  th*  normal  military  career  field*. 


'■S, 
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* Traval  Entltlmenti  wara  accordad  to  E-4'a  with  2 yaara  of  aanrlca.  Pra- 
vloualy  only  thoaa  In  hlghar  paygradaa  or  E-4'a  who  had  a total  aarrlca 
obligation  of  6 ycaia  (l.a.  caraatlata)  vara  allglbla  for  full  traral  antltla- 
aanta  for  dapandantn  and  houaahold  affadta. 

At  with  othar  pay  and  allowanca  coapanaatlona  thla  coat  rangat  froai 
balng  juatlflad  upon  tha  baala  of  laprovad  aqulty  to  balng  autherliad  to 
iaprova  attractlvanaaa  of  duty  In  an  AVF. 

- Educational  Frotraat.  particularly  thoaa  avallablt  to  off-duty  allitary 
partonnalf  hava  grown  tlgnlf Icantly  ovar  racant  yaara.  Many  ballaaa  aducatlon 
Incantlvat  ara  aaaantlal  aa  a racrultaant  tool  to  attract  tha  aacttaary 
quality  of  voluntaara,  and  banco,  coata  for  thaaa  prograaa  thould  ba  both 
achlavaaant  and  opportunity  cotta  for  an  AVT. 

Thara  ara  othara,  howavar,  who  taka  tha  poaltlon  that  whlla  aducatlon 
Incantlvaa  nay  ba  uaaful  aa  racrultaant  toola,  aa  tha  acopa  of  thaaa  pro- 
graaa wldan  they  creata  aubatantlal  dlalncantlvaa  at  critical  ratentlon  polnta. 
Alao,  thay  contaud  aany  of  thaaa  prograaa  hava  baan  uadartakaa  ladapandant 
of  any  AVE  affort  aa  natural  conplananta  to  tha  aducatlonal  banaflta  of  tha 
G.l.  Bill,  whoaa  ganaalt  can  ba  tracad  to  tha  ara  of  conacrlptlon. 

- Racrultlna  and  Advactlatna  axpandlturaa  hava  grown  algnlf Icantly  ovar  racant 


whlla  aona  bata  coat  la  aaaantlal  avtn  during  parloda  of  conacrlptlon, 
noat  paopla  agraa  that  tha  hlghar  coata  for  advartlalng  and  lacraaaad  nuabara 
of  racrultlng  paraonnal  ara  aalnly  attrlbutabla  to  tha  AVF. 
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OadM  tha  hairtint  of  '^ojact  Voluotaar”i  Dot!  ts  1974  had  aatiaatad 
that  A9?  attalnwnt  eoata  approxlaatad  $3  htlltoa.  As  af  tllat  GAO  atudp 
had  aatiaatad  that  tha  tanaiallp  qootad  $3  bUltos  laval  aa;  ha  uadaratatad 
east  |1  blllloB  la  isctaaantal  eoata  that  vara  driaw  hj  the  ISt,  pet 
sot  Ideatlflad  explleltlp  with  thaa, 

la  aiaaary.  Table  I llata  the  varloua  eatatorlea  aad  aaoaata  of  potaatlal 
AVf  eoata  (l.a.  budget  aatlaataa)  for  tha  eurraat  alee  Total  force.  Dapeadli^ 
upoe  iadlvldual  judgaanta  aad  aathodologlaa , thoaa  aaouata  attributable  to 
attalaiag  aad  aalatalalog  Che  foreea  on  aa  all-voluutear  baala  sight  range 
froa  aaaaatlallp  nothing  up  to  alaoat  $4.6  blllloo. 

TABLE  I 

AMWAL  PBO-KATED  ESTIMATES  (la  Mllllona  1975  dolUra) 


Baale  Fap  and  Allowancea  $2,494 
Coabat  Araa  and  Other  Enllataant  Bonuaea  56 
BOTC  Seholarahlpa  And  Ineraaaad  Subalatence  23 
Baalth  Profaaaloa  Seholarahlpa  35 
Onlfomad  Sereleaa  Ualveraltp  of  Baalth  Sclanea  10 
Traval  latltlaaanta  59 
Quartara,  Houalng  and  Laaaaa  77 
Educational  Incentlvea  53 
Bacrultar  Out  of  Fockat  Expanaaa  5 
Baerultar  Special  Dutp  Aaalgnaant  Pap  23 
Baerultlng  and  Advartlalng  (aetlva  and  raaarva)  330 
Othar  Mlaeallaoeoua  CPravloualp  Identified  Projaet  Volunteer)  103 
C.I.  Bill  (for  new  acceaalona)  1.300 


$4,568 

OpportunltT  Coata 

OSD  poatulatea  that  tha  true  coat  of  the  AVF  Imroleea  onlp  opportunltp 
eoata,  and  with  higher  pap  and  certain  other  banaflta  a continuing  requlre- 
aeat  (baaed  on  aqultp)  tha  real  aavlaga  with  a return  to  tha  draft  would 
oalp  aaount  to  about  $125  allllon. 

In  taraa  of  opportunltp  coata  which  might  be  aaved  with  a return  Co 
conacription,  the  major  variable  ia  basic  pap  and  allowances.  Depending  - 
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upon  Individual  judgaanta,  annual  opportunity  coata  fton  all  Itaaa 
In  Tablt  I (laaa  baale  pay  and  allomncaa)  could  ranga  froa  nothing 
up  to  $2,074  billion.  To  tha  flgura  darlvad  night  ba  addad  opportunity 
coata  aaaoclatad  with  baale  pay  and  allowanca  varlatlona.  Tor  aiuapla, 
four  caaaa  will  ba  eonaldarad.  Each  addraaaaa  only  anllatad  pay  and 
aaaunaa  tha  currant  1.86  nllllon  actlva  duty  anllatad  atrangth  la 
nalntalnod.  Caaa  1 would  eontlnua  tha  praaant  coapanaatlon  ayataa  un- 
ehangad  and  aaauaa  a 6t  annual  incraaaa  to  all  paraonnal  for  conparlblllty; 
Caaaa  2 through  4 would  provlda  a 6X  annual  Incraaaa  for  I3'E9  only. 

Howavar,  In  Caaa  2 I1-E4  would  ba  bald  conatant;  In  Caaa  3 11-14  would 
ba  raducad  to  tha  fadaral  nlnlnun  hourly  vaga  of  $2.30  par  hour  ($40$ 
par  nooth)  In  TT  197$,  than  Ineraaaad  at  62  annually;  and  In  Caaa  4 
E1-E4  pay  and  allowancaa  would  ba  raducad  33Z  balow  tha  fadaral  nlnlnun 
hourly  wnga  to  $1.34  ($270  par  aonth)  and  hald  at  that  laval  through  TT  1980. 

Utilizing  thaaa  four  approachaa  tha  following  tabla  reflacta  tha  total 
anllatad  baale  pay  and  allowanca  coat  through  FT  1980  for  tha  currant  alaa 
ragular  force. 

(In  billions  of  dollnra,  197$  value) 


Casa 

Base  year 

FY  1975 

1976 

1977 

1978 

1979 

1980 

1 

15.9 

16.9 

17.9 

*8.9 

20.1 

21.3 

2 

15.9 

16.4 

16.9 

!7.4 

17.9 

18.4 

3 

15.9 

14.5 

15.3 

16.3 

17.2 

18.3 

4 

15.9 

13.5 

14.3 

15.1 

16.0 

17.0 

\N 
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Dcpaodlsg  upon  th*  can  ■elaetcd,  opportusitp  coat  eouU  xaiisa  ttom 
aetUBg  (for  caaa  1 in  any  yaar)  up  to  $4.3  bllllos  Is  ft  1980  <eos- 
paclap  cats  4 to  tha  aaauaad  eosparlbUlty  loeraasaa  Is  caaa  1).  Itaklag 
a eoapazlaon  of  caaa  4 to  caaa  1 to  tba  aatraaa,  zaduelog  tha  pay  of 
E1-B4  to  two-thlrda  of  tha  fadaral  alnlata  hourly  uaga  could  prortda  a 
aaylata  of  $19.2  billlos  orar  tha  fiva  yaar  parlod  of  R 1978  ttooi^h 
R 1980  (plus  a saalati  of  $10,2!  B froa  other  non-pay  Itaas), 

Otbar  Indlract  coats  and  aavinga,  aa  wall  aa  a auabar  of  unqoastlf labia 
yarlablas, further  coapllcata  tha  AV9  coat  aquation.  4aoos  thsaa  additional 
factors  era  raanllatsast  bonuses.  Sines  ineraasad  ratantlon  radueas  raqulrsaasts 
for  non  prior  servlca  secaaalona,  such  retention  costa  (at  least  In  part) 
sight  ba  attributad  to  tba  AVP.  In  addition,  longer  anllstsents.  Increased 
ratantlon,  raducsd  turnover  and  tha  attending  reduced  training  raqulresenta 
are  afflclencias  not  clearly  quantlflad,  but  uhlcb  nould  raduce  costa  asso- 
ciated with  an  AVf.  Also  laprovad  aillury  sanpowsr  utilisation  and  civilian 
substitution  proaptad  by  the  AVP  have  rasultad  In  both  savings  and  costa. 

Hovavsr,  this  area  Is  quite  cosplex,  and  budget  satliMtea  are  not  obvious. 
Finally,  thare  are  Indlract  and  subtle  savings  and  costs  associated  ulth 
an  AVF.  Thera  are  fewer  diversions  or  disruptions  of  early  civilian  carsars 
and  less  draft  Induced  channeling  into  colleges,  deferred  occupations. 

■arrlagc  or  fatherhood.  Thasa  all  Involve  unquaot if labia  Inpllclt  savings 
and  costs  for  our  society  but  would  add  an  unaanagaable  dlaensloo  if  an  atteapt 
ware  asde  to  factor  thasa  slsaants  Into  an  AVF  cost. 
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HOBILIZATIOII  COST 


Suitalublllty  ol  ch«  AVT  at  varioua  fore*  lavali  «Ul  ba  addraiaad 
aaparattly,  Bowavtr,  an  altarnatlva,  aecaptad  and  obvlout  aathod  of 
quickly  aspandlnq  tha  alia  of  tha  actlva  forca  la  throu|h  aoblliaaclon  of  tha 
Guard  and  Raaarva.  Maopowar  ■obllltatlon  coat  aatlBataa,  though  not  aa 
eontroveralal  aa  pravloualy  dlacusaad  AVF  coat  factora,  ara  aanaltlva  to 
cartaln  varlablaa. 

Tha  alngla  largaat  aaopowar  nobilltatlon  coat  alaaant  Involvoa  pay  and 

Allouancaa,  although  aupport  coata  would  alao  ba  larga.  To  arrlwa  at  an  antl- 

■ate,  ona  aathod  la  to  aultlply  tha  nuabar  of  paraonnal  to  ba  aobllliad  by 

atandard  DoD  average  coat  factora.  Tor  TT  1975  tha  factora  for  dlract  pay 

and  allowancaa  arc  $7,892  par  anllatad  aan-yaar  and  $18,429  par  officer  aan- 

yaar.  Aa  of  and  FY  1975,  Raaarva  and  Guard  atrangth  waa  aa  fcllowat 

READY  RESERVE 


SELECTED  RESERVE 

OTHER  READY  RESERVE 

OmCER 

EMIISTED 

OFFICER 

EHLISTED 

NaClooil  Gu«rd 

33,821 

360,899 

467 

7,870 

Any  Raaarva 

38,089 

186,968 

51,927 

303,170 

Kaval  Raaarva 

17,109 

81,126 

29,795 

92,122 

USMC  Raaarva 

2,552 

29,839 

5,168 

53,207 

Air  Gu«rd 

11,635 

83,725 

- 

399 

USAF  R«««rv« 

11,479 

39,212 

20,170 

67,328 

TOTAL 

114,685 

781,769 

107,527 

524,096 

12 


STANDBt  RESERVE 


txmy  a*Mtv* 
ltev<l  Ranrv* 
USMC  Rcurvt 
OSAf 
TOTAt 


ACTIVE 

OFFICER 

16,512 

203 

3,829 

8,104 

28,648 


EKLISTED 

243,946 

21,962 

36,591 

2,212 

304,711 


OFFUER 

22,232 

27,866 

278 

27,415 

77,791 


Far  and  alloMncta  for  aoR  Incriuat  of  noblliutlon  can  ba  coaputcd 
uaiag  avaraga  coat  facCora.  To  arrive  at  totala  m uaa  che  following 
ganaral  aatiaataa  for  total  nobllicatlon: 


OFFICER 

ENLISTED 

Ail  Selected  Reeerve 

114,685 

781,769 

70t  Remeiaing  Reedy  Reeerve 

75,269 

366,867 

30Z  Stendby  Reeerve 

53.220 

153.014 

TOTAL 

243,174 

1,301,650 

Z 818.429 

X $7,892 

$4,481. SM 

$10,272.6H 

TOTAL  ESTIMATE  - $14,754.UI  (for  paR  and  allowancei  only) 

Hhlla  certain  aavinga  (ranging  up  to  over  $1,S00H)  would  be  realired 
fron  prior  drill  paR  of  Rational  Guard  and  RaadR  Raareviata,  aanR  aobiliaed 
■aaervlata  (particularlR  Guard)  night  ba  raplaead  with  new  acceaaiona  for 
caretaliaT  and  other  apacified  Raaarve  dutiaa. 
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Significant  and  varying  training  coeta  and  tlM  could  logically  ba 
expected  for  aooe  portions  of  the  geaerves,  upon  ■obilliation. 

Another  significant  alsMnt  to  ba  added  to  the  eanpower  ■oblllxatlon 
estlnetea  ere  tranafer/tranaportetion  coete.  While  certain  Reaarvlete 
could  reuin  in  place  and  others  would  poaseaa  an  organic  lift  capability, 
■oblllxatlon  of  aiany  others  would  involve  trensportation  coata.  The  coete  of 
re-ectlvatlcg  the  Selective  Service  Systea  also  ehould  ba  added. 

Beyond  pay  and  ellowances,  aoet  of  the  foregoing  factors  are  uncertain 
without  specific  ■oblllxatlon  needs  detailed.  Evan  though  laprsclae,  perhaps 
the  beat  total  aatlaata  of  Reserve  ■anpower  taoblllxatlon  coats  can  ba  derived 
using  a pro-rated  active  duty  ■llltary  personnel  coat.  The  following  represents 
FT  1976  budget  requeata  by  aajor  category; 


AMOWfT 

X of  BODGET 

DoD  Total 

$92. SB 

loot 

Manpower  Costs 

49.2 

S3. IX 

Military  Personnel  Coete* 

(27. P) 

(29. IX) 

Civil  Service  Payroll 

(15.4) 

(16. SX) 

Military  Retired  Pay 

(6.9) 

(7.4X) 

* Includes  Housing 

With  ■obillzatlon  there  could  be  a need  for  Increased  civilian  support.  There 
would  also  be  an  Iwpact  upon  future  ratlraneat  liabilities.  Howevsr,  for  the 
purposes  of  arriving  at  an  estlaatad  Individual  ■eblllxetlon  coat  ths  $27 
billion  wilitary  personnel  line  iten  divided  by  2.1  ■illion  active  duty  strength 
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3ri«lds  • gross  psrsonnel  cost  planning  factor  of  $12,8S7  psr  individual. 

This  factor  incltuiss  pav>  quarters  allowancSf  subsistence,  clothing,  and 
travel.  I^ten  appli'^d  to  the  over  1.5  •illion  Reservists  anticipated  for 
aebilisatioB  it  p*.'oduces  a Reserve  ■obilisatioo  cost  estiaatc  of  approxi- 
aately  $IS,9  billion  per  year  (FT  1976  dollars),  for  Just  the  factors  indi- 
cated (disregarding  offset  for  existing  Reserve  costs). 

Again,  hovever,  this  $18.9  billion  figure  is  only  part  of  the  mobilisa- 
tion eanpover  cost.  Sven  liaitad  to  direct  manpower  costs  It  falls  to 
recognise  such  factors  as  retired  recall,  the  offlcer/enlisted  mix,  and 
probable  needs  for  civil  service  and  contractor  increases.  In  the  event  of 
a larger,  extended  conflict,  there  could  be  the  large  costs  of  further 
expanded  forces  using  large  numbers  of  draftees.  Farther,  beyond  the 
direct  pay  allowance  costs,  there  would  be  other  large  indirect  manpower- 
related  costs  such  as  costs  associated  with  expanded  facilities,  a greatly 
expanded  manpower  replacement  and  training  system  to  support  mobilised  force 
levels,  medical  support,  materiel  support  requirements,  other  support  costs  — 
and  ultimately  the  impact  on  retirement  and  veterans'  costs* 

In  sumswry,  only  through  a definition  of  scenario  with  manpower 
mobilisation  requirements,  followed  by  detailed  tabulations  and  compu- 
tations of  applicable  cables  of  distribution,  can  accurate  mobilisation 
costs  be  derived. 
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COHCLUSIOH 

Once  a scenario  and  specific  related  requiremenfs  are  clearly  identified, 
manpower  mobilisation  costs  for  the  Guard  and  Reserve,  or  selected  portions 
thereof,  can  be  estimated  using  existing  costing  factors. 


5 - 

On  th«  other  hand,  with  respect  to  AVF  coeCe,  even  with  budget  etaclstice 
available,  estimates  can  vary  widely  depending  upon  Individual  Judgments 
and  the  attending  asausaptlons  and  methodology  used. 

The  DHC  staff  believes  that: 

Oixty  Mcth  a dA^MCLtic.  xe.duction  in  pay,  to  miiuMmi 
KeA&onabte.  ^ubi^tence  and  attouxinct,  could  significant 
budgtX  fLcdactions  be  \ealized  by  a \ctwin  to  conscAiption. 

Any  A(/F  cost  estimate  dc-tived  uiitt  be  OAb4XAaAy  and 
Subject  to  cunsidcAable  debate.  fu/UheAjnoM,  a cost  foA 
the  pAcsent  Alt  VolanteeA  foAce  is  only  poAt  of  the  issue; 
the  issue  must  4Jivolue  the  AVF  concept  itself. 

The  AVF  Is  a current  peacetime  reality.  Whether  explicit  or  Implicit 
(s.g.,  "In  kind"  tax  borne  by  conscripts),  it  can  be  argued  that  the  costs 
of  maintaining  a given  site  military  force  are  essentially  comparable  whether 
that  force  is  raised  through  conscription  or  volunteers.  In  fact,  soma 
can  present  a valid  case  that  a conscripted  force  costs  the  Nation  more  in 
total  resources.  It  is  a question  of  who  will  bear  what  share  of  that 
military  cost. 


■rrrf 


Not  oidal  position  of  Cw...iissi8| 


STUDY  REPORT 


POSSIBLE  IMPROVEMENTS  IN  ACCESSIONS 
APTITUDE  TESTING  AND  SELECTION 
IN  THE  MILITARY  SERVICES 


Prepared  by  Hobar,  Inc.,  Management  Consultants 
for  the  Defense  Manpower  Commission 
under  Contract  # DM  SAC  002 


1707  H Street,  N.  W.,  Suite  300 
Washington,  D.  C. . 20006 
(202)  298-6899 

September  12,  1975 


EDITORIAL  NOTEt 
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ABSTRACT 


Research  performed  by  the  armed  services  on  the  tests 
used  to  screen  accessions  to  the  military  services  has  found 
that  the  tests  are  "not  as  valid  for  minority  personnel  as  they 
are  for  the  majority  group.  " The  tests  predict  school  per- 
formance with  varying  success,  but  do  less  well  in  predicting 
job  performance.  The  problem  appears  to  lie  less  in  the 
tests  than  in  the  inefficient  use  of  the  available  data  and  in 
the  mathematical  methods  used  for  validation. 

The  study  recommends  establishment  of  a validity  stan- 
dard and  proposes  that  extant  data  from  accessions  testing, 
personnel  and  medical  records  be  reanalyzed  using  a cchd- 
pletely  general,  nonlinear  predictor.  Once  the  existing  data 
have  been  examined  by  nonlinear  hypersurface  techniques, 
the  contribution  of  teat  components  and  of  alternate  testa  can 
be  explored. 

I Existing  teats  are  summarized  and  critiqued  and  the 

j horizon  of  new  teats  and  measurements  are  explored  for  po- 

^ tential  utility  in  accessions  testing  and  guidance. 
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Thia  study  waa  conducted  for  the  Defense  Manpower  COouniaaion  under 
Contract  # DM  6AC  002  by  Hobar,  Inc..  Management  Ccnaultants. 

The  study  was  initiated  by  the  Government's  concern  about  the  validity 
of  test  batteries  being  employed  by  various  branches  of  the  service  in  screen- 
ing accessions  and  m other  personnel  management  functions.  The  Commis- 
sion expressed  concern  for  an  evaluation  of  various  alternatives  to  such  testa 
which  are  or  could  be  used  by  the  military  services.  The  contract  directed 
the  research  to  inciude  a critical  listing  of  written  teats,  physical  performance 
teats  and  direct  human  performance  measurements  which  have  been  or  are 
being  considered  as  testing/ selection  procedures /devices  as  well  as  the 
prospects  for  new  and  Innovative  candidates  for  validstico.  The  prediction/ 
validation  procedures  being  used  were  also  to  be  enumerated  and  reviewed 
and  specific  recommendations  made. 

As  general  guidelines  for  this  study,  the  following  were  provided  to 
Hobar; 

1.  that  the  devices  be  applicable  to  the  mass  testing  procedures, 
requirements  and  environment  of  the  armed  forces; 

2.  that  the  devices  be  applicable  to  diverse  testing  sites  and  be 
admlnistrable  by  para -professional  personnel: 

3.  that  the  coat  for  administering  the  devices  be  generally  compa- 
rable to  the  coat  of  current  testing  and  evaluation  programs: 

4.  that  the  devices  be  primarily  related  to  the  prediction  cf  success- 
ful job  performance;  and 

5.  that  the  devices  better  resolve  the  discrimination  problems  in 
current  devices. 

The  word  "discrimination"  is  taken  in  two  meanings;  (a)  the  ability  to  dis- 
criminate in  the  measurement  sense  and  (b)  the  civil  rights  meaning  of 
"discriminating  against"  which  is  technically  comparable  to  "bias".  In  the 
balance  of  thia  study  the  second  meaning  is  rendered  by  the  word  "bias". 

Principal  Investigators  for  Hobar  on  this  study  were  Mary  T.  Howard, 
Fh.  O.,  psychologist,  and  Lewey  O.  Gilstrap,  Jr.,  system  scientist  and 
consultant  in  cybernetics. 

This  report  is  submitted  by  Hobar  in  fulfillment  of  its  contractual 
obligation. 
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SUMMARY 


Background 

Various  studies  have  been  conducted  by  the  different  branches  of  the  mili- 
tary service  of  the  validity  of  the  batteries  of  tests  used  to  screen  accessitms 
to  the  service  and  to  assist  personnel  man^ement  in  making  subsequent 
assignments.  Studies  have  found  that  teh  ability  of  these  tests  and  of  the  scores 
derived  from  them  to  predict  performance  of  the  accessions  varies  significantly 
Iwtween  black  and  white  accessims.  Occasionally  the  bias  may  be  In  favor  of 
the  black  accession,  but  usually  it  appears  to  be  to  his  disadvant^e.  Often  ttte 
scores  have  no  statistically  significant  predictive  utility  for  the  Uack  accessicm, 
a cmdition  which  is  referred  to  as  "cultural  bias"  in  the  general  literature. 

This  study  was  initiated  by  the  Defense  M^power  Commission  as  a review 
of  existing  tests  and  procedures  and  a reconnaissance  of  new  teats  aiui  procedt^es 
that  might  contribute  to  resolving  the  problems  inherent  in  the  use  of  tests  whidi 
have  been  shown  to  be  biased  against  one  or  more  minority  groups  distinguished 
by  physical,  racial,  cultural,  linguistic  or  other  characteristic. 

Findings 

The  findings  of  the  study  are  that  there  is  bias  in  the  predictions  derived 
by  current  methods  of  information  processing  from  existing  test  batteriest 

1.  The  standard  classification  and  vocational  aptitude  batteries  used  by 
the  services  do  discriminate  between  blacks  and  whites  in  their 
validity  in  predicting  training  school  and  job  performance.  The 
causes  of  the  bias  have  not  been  determined  ar»d  caution  against 
making  assumptions  concerning  causality  is  advisable.  The  selec* 
tors  used  to  make  job  assignments  assume  a homogeneity  of  the 
accessions  population  which  is  not  borne  out  by  existing  studies. 

2-  The  selectors  which  are  composites  of  two  or  three  different  test 
battery  scores  for  each  of  tie  possible  service  j<^  assignments, 
use  the  available  data  from  the  tests  quite  inefficiently.  In  some 
cases,  especially  when  applied  to  blacka  selectors  artd  school  per- 
formance do  not  correlate  at  a statistically  significant  level.  The 
ability  of  the  services  to  remedy  this  situation  probably  depends  on 
the  adoption  of  improved  mathematical  methods  for  handling  the 
prediction  problem. 

3.  The  criterion  variables  (the  quantities  predicted  by  the  selectors, 
e.  g , school  performance,  jc^  performance  likelihood  of  reen- 
Ustment.  hatard  if  disciplinary  problems)  currently  used  by  all 
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branches  of  the  service  are  restricted  to  trainlsf  sdiool  perfor- 
mance. 

It  is  acknowledged  that  training  school  performance  is  a more  highly  controlled 
variable  than  Job  performance.  Deriving  a numerical  scare  for  training 
school  performance  from  testa  can  be  achieved  without  amb^lty.  Job  per- 
formance as  evidenced  by  job  ratings,  however,  may  be  influenced  by  uniden- 
tified and  unquantified  variables  describing  the  interpersonal  relations  with  the 
rater  or  with  the  organisation  into  which  the  accession  was  thrust.  The  instru- 
ments employed  for  aptitude  testing  have  in  general  been  modeled  on  the  instru- 
ments used  for  rating  school  performance.  The  concentratiaa  of  effort  on 
predicting  school  performance  reflects  the  fact  that  the  aptitude  tests  have 
been  developed  primarily  by  psychdogists  rather  than  system  scientists  and 
reflect  a history  of  greater  accomplishments  in  the  field  of  educational  testing 
than  in  other  branches  of  psychology  Lack  of  progress  is  developing  predic- 
tors of  job  performance  is  not  a reflection  on  the  attention  or  talent  devoted  to 
the  problem  but  rather  is  an  indication  of  the  complexity  of  fte  task  and  the 
rsqulredment  for  new  mathematical  tools. 
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4.  While  certain  items  of  personal  or  biographical  data  on  accessions 
have  been  hbown  to  have  predictive.value,  thaae  data  are  not  now 
incorporated  into  the  selector  formula.  ♦ They  are  employed  in  the 
! selection  process  by  reducing  the  cutting  scores  tar  certain  groups. 

Knowledgeable  recruiters  and  others  concerned  with  job  assignments 
may  make  qualitative  use  of  such  information,  but  it  is  not  formally 
Incorporated  into  the  selection  formula.  It  could  be  incorporated 
into  a general  nonlinear  predictor  in  a quantitative  or  qualitative 
fashion. 


9.  Novel  testing  instruments  (new  paper  and  pencil  tests)  and  clectionlc 
measucing  devices  have  been  studied  experimentally  for  possible 
value  in  the  selection  process  Although  some  of  these  novel  ele- 
ments can  be  shown  to  have  probable  merit,  they  can  not  be  evaluated 
until  a general  nonlinear  predictor  has  been  introduced. 

6.  Presently  employed  tests  and  potential  improvements  have  been 
studied  by  linear  methods  which  treat  them  in  isolation  rather  than 
consider  their  interactions.  This  has  been  forced  by  the  inherent 
Inadequacies  of  the  available  linear  techniques.  Hoirever.  variables 
in  complex  systems  such  as  human  interactions  represent,  can  yiot 
be  treated  without  nonlinear  techniques.  It  is  not  yet  possible  to 


* In  some  cases,  biographical  information  e.  g,.  "Did  you  finish  high 
school?"  enters  into  the  subtests  and  is  scored  along  with  other  questions,  but 
is  not  an  explicit  part  of  the  prediction  formula 
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•MBes*  whether  the  data  available  from  extant  reconie  la  ^equate 
fw  the  prediction  of  additional  criterion  variables. 

A study  by  the  Navy  Personnel  Research  and  Development  Conter*^ 
has  found  that 

"While  the  tnilitasy  services  have  not  yet  been  required  to 
c«nply  with  tl^  regulation  [ see  8,  below] , selection  instru- 
ments that  do  not  predict  the  relevant  criterion  above  a chance 
level  (£  . OS)  result  in  costly  mismanagement  of  the  man- 

power pool.  Ulus  for  practical  reasons  invalid  selection 
methods  should  be  replaced  by  valid  ones.  " 

At  least  in  the  instance  of  the  Navy  there  is  an  awareness  of  the 
nature  of  the  problem,  if  not  of  the  solution. 

A U,  S.  Standard  is  already  in  existence  defining  acceptable  vali- 
dity tests  as  predictors: 

Title  41.  Code  of  Federal  Regulations  (Department  of  Labor  1971). 

"The  relationship  should  be  sufficiently  high  as  to  have  a probability 

of  no  more  than  cme  to  twenty  to  have  occurred  by  chance A 

test  which  is  differentially  valid  may  be  used  in  groups  for  which  it 
la  valid,  but  not  for  those  in  which  it  is  not  valid.  " 


Recommendations 

In  view  of  the  major  findings  of  the  study,  the  following  actions  and 
guidelines  are  recommended: 

1.  The  regulations  in  finding  8 should  be  extended  to  the  armed  services. 
This  can  be  established  as  an  objective  to  be  attained  with  some  imple- 
mentation dat  in  the  future  defined  for  its  taking  effect. 

2.  A study  should  be  initiated  .to  determine  the  true  predictive  power 
of  the  existing  service  test  batteries  and  the  data  to  respond  to  the 
finding  7 sbove.  This  study  must  employ  the  general  nonlinear 
inferential  measurement  techniquea  tw  aswtwwttlli  fuU  pusfelAsf  the 
Armed  Services  Vocational  Aptitude  Battery  (ASVAB)  coupled  with 
available  personnel  records,  teat  records,  and  medical  records. 

Since  the  ASVAB  is  being  introduced  as  the  standard,  it  will  not 

be  necessary  to  evaluate  the  other  teat  batteries  which  it  is  replacing. 

S.  The  criterion  variable  used  in  the  first  phase  of  the  recommended 
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study  whoulc  be  training  school  scores.  The  subsequent  phase 
should  explore  the  other  criterion  variables  such  as  job  ratings, 
attrition  disciplinary  problems,  and  possiole  needs  for  additi- 
onal training.  This  will  provide  a reliable  quanitative  basis 
for  establishing  either  the  sufficiency  of  the  current  measure- 
ments and  teats  or  the  needs  for  additional  tests  and  measure- 
ments. (As  a side  benefit  these  studies  will  yield  approxima- 
tions to  the  general,  nonlinear  prediction  functions  which  could 
be  used  in  the  field  in  recruitment  stations  and  in  job  assignments. ) 

4.  Where  the  predictive  power  of  the  ASVAB  falls  short  of  the  full 
legal  validity  standards,  additional  data  items  can  be  incorpora- 
ted into  the  prediction  function  (such  as  the  biographical  and 
medical  data  on  the  accession)  to  investigate  whether  the  addi- 
tions Improve  the  predictive  power  of  the  function.  The  gener- 
al nonlinear  predictor  can  be  itself  analysed  to  determine  which 
of  the  data  items  and  teat  battery  components  add  significantly  to 
the  predictive  power  of  the  function  and  which  do  not  and  can 
therefore  be  deleted  from  the  required  data  collection  effort  and 
from  the  teat  battery. 

Since  all  of  the  above  items  are  now  routinely  acquired  for  accessions, 
no  modification  to  existing  procedures  in  the  recruitment  stations  and  in  per- 
sonnel placement  would  be  needed,  except  for  the  adoption  of  slightly  more 
complicated  selectors 

5.  For  those  job  categories  where  the  maximum  predictive  power 
attainable  is  still  unsatisf»<-«ory,  novel  instruments  and  less 
conventional  testa  should  be  employed  with  appropriate  enrich- 
ment of  the  nonlinear  predictive  function  to  include  the  additional 
variables.  If  the  required  validity  is  achieved,  the  tests  and 
measurements  can  be  incorporated  into  the  items  2.  and  3.  above. 

These  recommendations  have  been  developed  within  the  study  guidelines. 
If  these  are  successful,  the  military  services  will  be  it  poeseeslon  of  an 
integrated  accessions  and  job  selection  process  which  should  be  (a)  less  dis- 
criminatory with  regards  to  extraneous  variables  such  as  race,  sex,  educa- 
tional, or  socio- cultural  background,  (b)  more  reliable  at  predicting  which 
accessions  woii^  fill  Specific,  service  requirements  for  skills  and  be  success- 
ful performers  in  the  military  environement,  but  (c)  still  feasible  in  the  field 
to  be  administered  by  paraprofesslonal  personnel  within  budgets  comparable 
to  those  currently  considered  defensible. 


..'Vi 

'S,  1 


CONTENTS 


FOTEWORD 

SCMMARY 

Background 

Findings 

Hecomtnendations 

INTBODUCTION 

BACKGROUND 

Current  and  Planned  Service  Teata  and  Procedures 

The  Aaaignment  Proceas 

Prediction 

STANDARD  TESTING  TECHNIQUES 
Written  Teata 

Pi^sical  Performance  Teata 
Direct  Human  Performance  Testa 

CRITERIA  AND  APPROACHES  FOR  NOVEL  TESTS 
Goals 

Approaches 

PROSPECTS  FOR  NEW  METHODS 

Measurement  of  Human  Verbal  and  Nonverbal  Information 
Handling  Characteristics 
Task  Complexity  Measurement 

Measurement  of  Performance  Under  Stress  and  Distraction 
Average  Evoked  Potentials  IBrainwave  Studies) 

Variations  on  Accessions  Test  Conditions  (to  Improve  the 
Performance  of  Minorities) 

Operational  Aspects  of  Possible  New  Methods 

R ECOMMENDATIONS 

REFERENCES 

BIBLIOGRAPHY 

APPENDIX  A.  SYSTEMS 


APPENDIX  B.  MULTINOMIALS 


•it'x 


I 

I ' 


INTRODUCTION 


This  stiidy  is  concerned  with  selecting  and  testing  secessions  to  the 
military  services  and  the  validity  of  the  screening  and  resulting  training  and 
job  assignments  Prior  studies  have  shown  that  the  aptitude  test  batteries 
used  by  the  services  are  of  differing  validity  and  predictivepcwwr  among 
groups  and  subgroups  of  differing  racial  or  socioeconomic  bsckgrounds. 

The  purpose  of  this  study  la  to  present  a review  and  analysis  of  the  key  ele- 
ments of  testing  and  selection  and  to  recommend  alternatives  with  potentially 
greater  predictive  power  and  validity. 

One  key  finding  made  early  in  this  study  was  that  full  utilisation  waa  not 
being  made  in  the  services  of  the  information  gained  from  sslating  tests. 

Thus  whatever  might  be  the  deficiencies  in  the  current  tests,  there  was  no 
way  to  determine  the  uncertainty  or  error  in  prediction  introduced  by  the  use 
of  an  Inefficient  predictor  without  empirical  study  beyond  the  scope  of  the 
the  present  contract.  The  pros  and  cons  relative  to  specific  tests  discussed 
herein  can  be  stated  only  weakly.  We  suspect  that  the  uncertainty  of  predic- 
tion Introduced  by  the  current  method  is  g.  eater  than  the  uncertainty  resulting 
from  the  variation  in  validity  for  subgroups 

While  the  conclusions  of  this  study  are  weak  with  respect  to  specific 
tests,  they  are  strong  with  respect  to  the  course  of  action  needed  to  improve 
the  predictability  of  performance  on  job  situations  which  can  be  derived  from 
accessions  teats.  They  are  also  strong  with  respect  to  the  resulting  reduc- 
tion in  the  bias  resulting  from  the  current  proceedings  as  related  to  the 
screening  and  giildance  and  opportunities  offered  by  the  services  to  members 
of  subgroups. 


BACKGROUND 

Current  and  Planned  Service  Tests  and  Procedures 

The  various  branches  of  the  military  service  have  been  using  a number 
of  different  vocational  aptitude  tests  including 

o Army  Classification  Battery  <ACB) 
o Navy  Basic  Test  Battery  (NBTB) 

o Armed  Services  Vocational  Aptitude  Battery  (ASVAB) 

At  one  time  an  Armed  Forces  Qualifications  Test  (AFQT)  was  in  use  Because 
of  the  overlap  in  test  items  between  the  AFQT  and  the  other  test  batteries,  it  is 
possible  to  derive  an  AFQT  score  from  the  any  of  the  aptitude  test  battery,  scores. 
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The  AFQT  score  serves  as  the  basis  for  comparing  one  battery  with  the  other. 


After  January  I,  1976  all  branches  of  the  service  will  employ  the  ASVAB. 
This  test  is  also  administered  by  the  services  at  high  schools  in  the  Armed 
Forces  Vocational  Testing  Program.  The  ASVAB  produces  both  an  AFQT  scbre 
and  all  service-specific  aptitude  scores.  Participants  in  the  AFVTP  who  have 
been  tested  in  their  high  schools  with  the  ASVAB  are  not  requred  to  take  addit- 
ional tests  {ACB,  NBTB  or  retest  ASVAB)  if  their  ASVAB  scores  are  leas  than 
two  years  old. 

The  location  at  which  the  testa  are  currently  administered  differs  amtmg 
the  services.  The  four  principal  locations  are 

• at  recruiting  stations 

e at  temporary  locations  visited  by  mobile  recruiter  teams 
o at  Armed  Services  Entrance  Examination  Stations  (AFEES) 
o at  recruit  training  bases 
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The  variations  among  tests  and  procedures  are  listed  for  each  service: 


Army 

The  Army  administers  the  ACB,  usually  at  AFEES,  although  mobile 
testing  teams  may  administer  tests  at  locations  geographica'^ 
remote  frmn  an  AFEES. 

Navy 

The  NBTB  is  administered  only  at  the  Navy  recruiter  location, 
not  at  an  AFEES, 

Marine  Corps 

The  Marine  Corps  administers  the  ASVAB  at  an  AFEES.  The  apti- 
tude measures  are  not  referenced  unless  an  enlistment  option  is 
under  consideration  (e.  g.,  a job  choice  guarantee).  The  Marines 
also  administer  the  ACB  at  recruit  training.  The  ACB  is  also  used 
as  the  basis  for  assignment  decisions. 

Air  Force 

The  Air  F once  administers  the  ASVAB  (normally)  at  the  AFEES. 

With  the  exception  of  the  Marine  Corps,  which  administers  both  the  ASVAB  and 
the  ACB,  the  services  do  not  administer  any  paper  and  pencil  tests  other  than 
those  listed. 

Physical  examinations  are  also  administered  to  all  military  accessions, 
and  a moral  evaluation,  which  nominally  consists  of  a check  for  a felony  con- 
viction, is  also  made. 

While  there  are  differences  among  the  ACB,  NBTB,  and  the  ASVAB  the  teat 
batteries  are  all  similar  in  that  they  provide  (a)  differential  aptitude  measures 
and  (b)  an  AFQT  score.  Specific  differences  in  the  various  tests  are  largely 
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irrelevant  for  this  report  since  the  ASVAB  is  scheduled  to  be  standardised 
throughout  the  services  within  a few  months. 

Service  experience  has  shown  that  potential  accessions  whose  AFQT 
■cores  are  in  the  lowest  10%  of  the  population  are  generally  unsuitable  for 
service  and  are  rejected  Those  scoring  between  the  lowest  10%  and  30% 
(second  and  third  decile)  range  are  marginal  and  may  be  accepted  under  cer- 
tain other  conditions. 


The  Assignment  Process 

The  assignment  of  accessions  to  different  jobs  follows  a similar  pattern 
in  all  branches  of  service.  Except  where  job  choice  gi  arantees  are  involved 
assignments  are  dependent  upon  the  needs  of  the  services.  Tndividuals  quali- 
fied for  two  or  more  Jobs  will  generally  be  assigned  on  the  basis  of  service 
requirements  existing  at  the  moment. 

The  method  employed  by  the  Navy  for  assignment  of  accessions  to  'dass 
"A"  schools  illustrates  the  procedure  fur  determining  qualifications  for  specific 
jobs.  The  NBTB  consists  of  six  tests; 

o General  Classification  Test  (GCT) 
o Arithmetic  Test  (ARI) 

o Mechanical  Test  (MECH) 

o Clerical  Test  (CLER) 
o Shop  Practices ‘(SP) 

o Electronics  Technician  Selection  Test  (ETST) 

Minimum  requirements  for  entry  into  class  "A"  schools  are  based  on  various 
combinations  or  composites  of  these  BTB  scores.  For  example  the  require- 
ment for  Aviation  Boatswain’s  Mate  School  is 

GCT  + MECH  + SP  • 156  (or  higher) 

The  purpose  in  using  a formula  such  as  th.ir  for  otmisoion  ‘o  ‘r-'.r.tr.g  for  a 
specific  job  are  to  identify  those  most  likely  to  succeed  at  a job  and  to  elimi- 
nate those  least  likely  to  succeed.  These  objectives  can  be  related  to  the 
cost  of  training  and  the  cost  ofmaintaining  a personnel  inventory. 

The  composites  such  as  GCT  + MECH  + SP  =156  are  called  selectors. 
They  are  correlated  with  school  grades  and  can  be  used  to  predict  how  a given 
accession  will  perform  in  a service  school  The  validation  of  the  presently 
used  selectors  is  in  question.  A study  conducted  by  the  Navy  Personnel 
Research  and  Development  Center  showed  that  the  sum  GCT  + ARI  was  corre- 
lated better  with  school  scores  than  GCT  + MECH  + SP,  although  the  improve 

3 


I 


m«nt  In  valiility  is  only  marginal. 

Howevar,  neither  the  presently  used  three-term  selector  or  the  sugges- 
ted two-term  selector  constitutes  a general  predietion  ftinetion.  Sudt  func- 
tion would  have  to  be  constructed  from  all  battery  test  data  together  with  any 
other  relevant  biographical  or  demographic  data  about  the  individual  accession. 
In  its  form  it  would  be  a weighted  function  with  a coefficient  for  each  data  item 
and  would  include  the  cross  products  of  each  with  every  other  singly  and  in 
combination.  (It  is  not  necessary  in  this  paper  to  discuss  the  mathematical 
techniques  for  constructing  approximations  to  this  general  predicticm  function 
since  they  are  covered  in  the  appendices. ) Since  the  present  selectors  may 
la  many  cases  be  poor  predictors,  it  appears  that  selection  and  assignment  in 
die  services  is  based  on  less  than  the  full  information  available.  While  it  is 
important  to  have  a well- constructed  teat  battery,  it  is  at  least  as  important  to 
make  efficient  use  of  the  information  derived  from  testing,  i.  e , to  employ  the 
best  possible  predictor  in  screening  accessions  and  in  making  assignments. 

Without  performing  a detailed  analysis  of  the  available  historical  data 
reflecting  test  scores  and  Job  performance,  it  is  not  possible  even  to  estimate 
die  degree  of  inefficiency  of  the  currently  employed  selectors. 


Prediction 


Two  improved  types  of  predictor  or  prediction  function  of  potential  use 
to  the  services  are  linear  and  nonlinear.  An  improved  linear  predictor 
would  be  a weighted  sum  of  scores  from  all  tests  in  a battery.  The  weighting 
factors  (coefficients  of  terme)  vary  reflecting  the  relative  contribution  of 
various  scores  in  the  test  battery.  Some  scores  will  ccmtribute  negligibly 
and  may  be  ignored. 

The  criterion  variable  being  predicted  is  the  score  made  in  a training 
school.  This  does  not  satisfy  the  true  requirements  of  the  services  for  pre- 
dictions cf  how  the  accession  can  be  expected  to  perform  on  the  Job  and  in  the 
service  When  Job  ratings  have  been  used  as  the  criterion  variable,  the  cor- 
relation or  degree  of  predictability  of  present  selectors  is  poor.  Typically 
the  correlaticsi  of  selector  value  with  job  rating  is  in  the  range  . 2 to  . 3, 
whereas  the  correlation  of  selector  value  with  school  scores  runs  about  . 6 
to  .65.®) 

There  are  several  reasons  why  Job  rating  is  difficult  to  predict.  First, 
job  situations  Involve  a variety  of  activities  that  are  not  represented  in  the 
training' situation,  and  these  may  vary  from  one  locatim  to  another,  i.  e.,  two 
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Jobe  with  the  same  title  may  not  be  equivalent.  Second,  the  supervisor  or 
rater  may  be  comparing  performance  of  an  individual  against  that  of  only  a 
few  others  or  against  a non-standard  set  of  performance  criteria  different 
from  those  of  other  raters.  The  school  raters  compare  performance  against 
a large  number  of  others  and  against  a standardised  set  of  performance 
criteria. 

Qiool  performance  is  undoubtedly  a more  controlled  and  scientific  vari- 
able, more  amenable  to  statistical  analysis,  and  more  attractive  as  a subject 
of  study  Furthermore  the  instruments  through  which  school  performance  is 
assessed  are  first  cousins  of  the  instruments  which  have  been  devised  for  per- 
formance prediction  While  the  various  test  batteries  were  really  designed 
to  predict  school  performance,  it  is  quite  possible  that  the  predictioo  of  job 
performance  from  the  current  aptitude  test  batteries  can  be  significantly 
improved  even  without  altering  the  test  battery  through  the  use  of  the  general 
prediction  function. 

Additional  criterion  variables  which  the  services  require  the  ability  to 
predict  are  the  probability  of  attrition,  the  probability  of  a requirement  for 
additional  training  and  the  probability  of  disciplinary  problems.  As  will  be 
discussed  later,  there  la  not  body  of  theory  for  establishing  a priori  which 
tssts  or  which  compoiients  of  testa  currently  in  use  are  relevant  to  these 
criterion  variables  If  these  variables  could  be  predicted,  a significant 
potential  manpower  coat  saving  could  result  to  the  services. 

Federal  standards  on  the  validities  cf  testa  require  that  aptitude  teat 
scores  which  might  result  from  chance  alone  be  less  than  one  in  twenty.  • 
Although  these  standards  are  not  binding  on  the  military  services,  they  are 
professionally  defensible  minima  and  they  would  be  useful  to  the  services  in 
case  charges  of  bias  were  raised  by  minority  groups  in  court  asserting  that 
equal  opportunity  were  being  denied  them  by  accessibna  testing  practice 
Furthermore  direct  dollar  savings  would  result  from  the  greater  personnel 
efficiency  resulting  from  the  employement  of  valid  tests  both  for  screening 
and  for  career  guidance  and  personnel  nanugement. 

The  most  accurate  empirical  prediction  that  can  be  made  requii  es  the 
use  of  a nonlinear  predictor.  Like  the  linear  predictor  it  is  in  general  a func- 
tion of  all  available  data;  howe'er,  the  nonlinear  predictor  consists  of  the 


• Title  41.  Code  of  Federal  Regulations.  (Department  of  Labor  1971). 
"The  relationship  should  be  sufficiently  high  as  to  have  a probability  of  no 

more  than  one  to  twenty  to  have  occurred  by  chance A test  which  is 

differentially  valid  may  be  used  In  groups  for  which  it  is  valid  but  not  for 
those  in  which  it  is  not  valid.  ” 
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linear  predictor  plus  many  other  terms.  The  linear  predictor  ctxisists  of  the 
weighted  sum  of  the  variables  representing  the  available  types  of  data.  The 
nonlinear  predictor  adds  terms  representing  the  interactions  among  all  of  the 
variables,  the  importance  being  that  the  linear  predictor  must  assume  that 
all  of  the  variables  are  independent  of  each  other,  which  is  a condition  rarely 
encountered  in  nature  and  least  of  all  in  human  affairs.  The  nonlinear  predic* 
tor  adds  terms  representing  the  weighted  sum  of  all  the  cross-products  of  all 
the  variables,  plus  the  weighted  sum  of  higher  powers  of  the  variables.  Back- 
ground information  on  prediction  as  applied  to  complex  systems  and  the  mathe- 
matics beliind  the  multinomials  which  are  employed  to  approximate  the  non- 
linear predictor  are  dscribed  in  Appendices  A and  B. 

The  great  utility  of  the  general  nonlinear  method  of  prediction  is  that 
it  provides  a method  for  deriving  empirically  an  apprcocimatitm  as  close  as 
14  (a)  required  and  (b)  permitted  by  tlie  available  data  to  the  actual  relation- 
ahip  between  the  criterion  variable  and  all  other  available  variables.  While 
in  any  given  case  thei  e may  be  a valid  predictive  function  derivable  on  theo- 
retic grounds  or  by  linear  methods,  on  the  agerage  no  other  empirically 
derived  predictor  can  do  a better  job  of  prediction  using  any  given  available 
data  base  (e.  g.,  test  battery  scores,  medical  data,  biographical  data,  and 
personnel  records).  Some  data  may  be  of  little  value  in  the  prediction  of  a 
given  criterion  variable.  Once  a general  nonlinear  predictor  has  been 
developed  empirically,  the  relative  contribution  of  each  variable  (test  score 
or  measurement)  to  the  predicted  criterion  variable  (school  performance, 
job  performai  ce,  likelihood  of  reenlistment,  likelihood  of  disciplinary  prob- 
lems) can  be  determined.  A variable  which  does  not  contribute  significantly 
to  the  prediction  of  any  of  -he  criterion  variables  can  be  eliminated  from 
the  data  collection  efforts  (tests,  interviews,  medical  examinations)  at  the 
recruitment  stations. 

The  maximum  predicti  ve  power  of  service  test  batteries  and  of  the 
data  derived  at  routine  accessions  interviews,  investigations,  and  medical 
examinations  is  unknown.  It  is  therefore  not  possible  to  make  any  state- 
ments at  all  about  the  adequacy  of  existing  tests  and  procedures.  The  prob- 
lem is  thgt  current  methods  of  treating  the  data  are  at  the  best  multiple 
linear  regressions  which  may  fit  poorly  if  the  optimum  predictor  is  nonlinear. 
This  is  not  intended  to  imply  criticism  of  those  investigators  who  have  in  the 
past  been  restricted  to  the  use  of  linear  techniques  in  an  attempt  to  validate 
tests  and  selectors.  Unfortunately  familiarity  with  the  new  general  nonlinear 
inferential  measurement  techniques  is  not  widespread:  therfore  there  are  to 
Hobar's  knowledge  no  current  efforts  in  the  United  States  to  attadt  the  problem. 
Adequate  analysis  of  existing  data  bases  by  nonlinear  techniques  may  rever.l 
that  adequate  data  are  available  without  further  expenditures  either  for  revi- 
sion of  test  batteries  or  for  the  acquisition  of  new  methods  of  measurement 
employing  new  and  exotic  devices.  The  fact  that  two-and  three -term  linear 
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predictoi'3  usin^  test  battery  scores  have,  in  some  cases,  been  shown  to  have 
differential  validities  and  differential  predictive  power  with  different  groups 
means  little  more  than  that  two-  or  three-term  linear  approximations  to  a 
general  nonlinear  predictor  may  be  inadequate.  The  problem  may  not  lie 
with  the  tests  but  with  the  validation  methods.  The  existence  of  adequate  but 
novel  validation  methods  is  discussed  in  Appendices  A and  B. 


STANDARD  TESTING  TECHNIQUES 


Written  Tests 


Pencil  and  paper  tests  of  all  types,  whether  for  vocational  aptitude, 
interest,  or  personality  are  a rapid  and  economical  method  of  eliciting  infor- 
mation about  individuals.  The  significar.ee,  validity  and  utility  of  each  such 
test  must  be  established  empirically.  Since  tests  are  always  constructed 
for  specific  areas  any  one  test  must  necessarily  prtr/lde  an  incomplete  pic- 
ture of  the  standing  of  an  individual  with  respect  to  a group.  It  is  customary 
to  obtain  profiles  ot  individuals  by  using  a battery  of  such  tests. 

The  predictive  power  of  a test  battery  for  job  suitability  is  a function  of 
the  entire  battery.  Even  though  an  individual  test  or  test  component  may  ap- 
pear to  possess  some  predictive  power,  it  would  be  misleading  to  assume  from 
that  fact  that  the  component  would  hold  up  as  making  a significant  contribution 
to  the  predictive  power  of  the  entire  battery  until  it  had  been  evaluated  within 
the  battery  with  respect  to  the  given  criterio.i  variable.  Since  an  evaluation 
of  the  ASVAB  by  the  general  nonlinear  technique  has  not  been  made,  no  state- 
ments can  be  made  from  the  success  of  existing  correlations  of  the  value  of 
any  given  test  or  test  component.  Similarly  it  is  impossible  to  evaluate  in 
advance  of  any  such  study  the  probable  contribution  of  any  given  new  test  or 
measurement  technique.  Before  any  conclusions  can  be  reached  about  the 
value  of  any  given  teat  or  test  component,  it  will  be  necessary  to  validate  the 
tests  as  a whole  using  the  general  nonlinear  predictor.  Summing  or  otherwise 
combining  the  present  two-  and  three-term  linear  selectors  will  not  contribute 
to  the  validation  process. 


Physical  Performance  Tests 


Physical  performance  tests  of  a general  nature  such  as  fitting  objects  of 
various  shapes  into  appropriate  holes  or  operating  simple  keyboards  provide 
information  about  the  ability  of  an  individual  to  perform  tasks  as  opposed  to 
evaluating  his  knowiedge  of  the  task.  Many  can,  for  Instance,  pass  a written 
test  on  driving  an  automobile,  including  questions  about  how  to  steer  in  a skid. 


even  though  the  person  might  fail  a practical  driving  test.  (Strictly  speaking 
a practical  driving  test  is  a direct  bum- A performance  test  rather  than  a 
physical  performance  test.  ) General  physical  tests  assist  in  differentiating 
the  ability  to  do  things  from  the  superficial  ability  to  talk  about  them.  These 
general  tasks  are  usually  sufficiently  simple  so  that  anyone  can  perform  them 
without  extensive  instruction. 

Mass  administration  of  physical  performance  tests  does  present  practical 
administrative  problems  because  of  the  need  to  store  sufficient  test  items  to 
handle  mass  testing  and  sufficient  test  ..iaiinistration  personnel  to  provide 
detailed  supervision.  While  physical  performance  tests  provide  information 
not  furnished  by  written  tests,  the  cost!  of  adding  them  to  the  capabilities  of 
the  field  stations  makes  them  inherently  difficult  to  Justify  in  the  light  of  re- 
strictions on  budgets  and  in  the  light  of  the  third  guideline  of  this  study  contract. 


Direct  Human  Perfocmanee  Tests 

Ideally  the  best  test  of  how  well  a person  can  perform  on  a given  is 
to  train  him  or  her  and  then  teat  the  result:  ng  performance.  Since  it  is  not 
practical  to  send  accessions  to  all  schools  to  perform  all  jobs  and  teat  them 
on  all  jobs  prior  to  accepting  them  into  the  service,  direct  human  perfm-mance 
testa  must  necessarily  be  baaed  on  simplified  models  of  each  job  or  of  key 
characteristics  of  each  job,  increasing  the  validation  problem.  Direct  human 
performance  tests  would  in  many  instances  require  more  physical  equipment 
and  manpower  even  than  physical  performance  tests  and  must  again  be  ruled 
out  as  conflicting  with  the  third  guideline  of  this  contt  act. 


CRITERIA  AND  APPROACHES  FOR  NOVEL  TESTS 


The  objective  in  developing  new  tests  should  be  directed  exclusively 
toward  improving  the  predictability  of  selected  criterion  variables.  The 
predictability  of  a complex  system  and  of  its  selected  criterion  variables  is 
a property  of  the  system.  If  the  system  is  governed  by  consistent  laws  and 
is  inherently  predictable,  and  if  its  behavior  over  a period  of  time  is  recor- 
ded, then  its  behavior  represents  a nonlinear  hyperaurface.  * 


* A function  of  one  dependent  and  one  independent  variable  is  a line. 

If  the  relaticmship  is  linear,  the  line  is  straight;  if  the  relationship  is  nonlinear, 
the  line  is  a curve  whose  form  is  characteristic  of  the  function  expressed  as  an 
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when  we  are  dealing  in  the  p:  edu;'ainii'y  of  a simple  relationship 
between  two  variables  and  use  regression  on  the  collected  data,  we  can  illus- 
trate the  process  graphically  by  plotting  the  data  as  a scatter  diagram  on  a 
two-dimensional  graph.  Regression  is  a mathematical  technique  for  finding 
a function  (a  line)  which  best  fits  the  J..’a  Linear  regression  finds  the 
straight  line  which  fits  the  data  best;  nonlinear  t egression  finds  the  closest 
fit  to  the  data,  Mathematical  techniques  exist  to  find  the  best  equation  to  pre- 
dict the  further  behavior  of  the  data.  These  cope  with  the  problem  that 
a nonlinear  regression  may  find  a line  which  "overfits"  the  data  and  is  a poor 
predictor.  Mathematical  techniques  also  exist  to  find  the  best  nonlinear  pre- 
dictor to  fit  an  n-dimenaional  hypersurface,  i.  e..  a predictor  for  a system 
in  n variables  described  by  a data  base  consisting  of  n data  series. 

The  predictability  of  a function  in  two  variables  depends  on  how  far  the 
data  points  lie  from  the  straight  line  which  represents  the  best  fit.  gthe 
points  are  widely  scattered,  the  predictability  is  low.  On  the  other  hand,  the 
predictability  may  be  low  because  the  relationsh.p  is  nonlinear  and  the  best 
predictor  might  be  a curve  rather  than  the  straight  line. 

The  predictability  of  a system  in  a large  number  of  variables  depends  on 
how  far  the  data  points  tie  from  the  hypersurface  which  represents  the  best 
nonlinear  predictor.  If  the  data  lie  close  to  a hypersurface,  then  the  system 
is  inherently  predictable;  however,  if  the  dat.i  are  inadequate,  it  may  be  im- 
possible to  identify  the  best  nonlinear  predictor  even  if  the  system  be  inherent- 
ly predictable. 

The  predictive  power  of  the  nonlinear  predictor  is  a property  of  a com- 
plete data  base.  Simply  discarding  a data  series  because  it  correlates 
poorly  with  the  criterion  variable  by  itself  may  weaken  the  description  of  the 
hypersurface  All  new  teats  should  be  evaluated  with  respect  to  how  much 
they  improve  the  predictability  of  the  total  aggregate  of  all  tests  being  used 
routinely.  Similarly  a new  test  should  not  be  added  simply  because  it  is 
moderately  well  correlated  by  itself  with  a criterion  variable  since  it  couW 
prove  to  be  largely  redundant  and  would  not  contribute  significantly  to  improved 


equation  in  two  variables.  The  graph  of  the  function  exists  as  a line  in  two 
dimensions  which  is  also  called  2-space. 

A function  of  one  dependent  variable  and  two  indenendent  variables  is  a surface. 
If  the  relationship  is  linear,  the  surface  is  a plane;  if  nonlinear,  the  surface  Is 
bent.  The  shape  and  position  of  the  surface  depends  on  the  form  of  the  func- 
tion expressed  as  an  equation  in  three  variables  The  graph  of  Uie  function 
exists  in  three  dimensions,  also  called  3-space. 

A function  of  one  dependent  variable  and  n independent  variables  (n  » 3 or  more) 
is  a hypersurface  in  (n+l)-space.  If  linear,  the  hypersurface  is  a hyperplane 
in  (n+D-space;  if  nonlinear,  it  is  a nonlinear  hypersurface  in  (n+I)-space 
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predictability. 

The  area  of  greatest  need  for  the  armed  services  appears  to  be  in  Uie 
develt^meat  of  good  predictors  of  job  performance,  rather  than  training 
school  performance.  Other  criterion  variables  wouU  also  be  of  value  if  they 
could  be  predicted  accurately. 
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Approaches 

The  following  approaches  could  be  used  by  the  services  to  develop  im 
proved  testing  and  selection  methods; 

1.  Establish  the  actual  predictive  power  of  the  test  batteries  currently 
in  use  with  respect  to  training  school  performance.  This  task 
could  be  performed  in  two  phases:  the  first  would  establish  the 
predictive  power  of  the  test  battery  data  only:  the  second  would  use 
personal  and  biographical  data  about  accessions  to  determine 
whether  they  increase  the  predictive  power  of  an  augmented  data 
base,  concentrating  on  data  now  available  but  not  emplt^ed  in  the 
screening  of  accessions,  especially  to  evaluate  the  utility  of  sudt 
data  as  medical  records,  age,  sex,  race,  place  of  birth,  locale  of 
residence,  et  cetera. 

2.  Establish  the  predictive  power  of  presently  acquired  data  with 
respect  to  other  criteria,  especially  job  performance,  but  also 
for  other  variables,  such  as  probable  attrition,  requirement  for 
extra  training,  and  possible  disciplinary  problems.  Exactly  the 
same  procedures  could  be  used  for  this  task  as  would  be  used  for 
school  performance  predictability. 

3.  Oice  a basalini  of  predictability  has  been  established,  all  new 
tests  aimed  at  improving  predictability  should  be  evaluated  with 
respect  to  the  baseline  provided  by  current  tests  and  procedures 
and  not  in  isolation. 


PROSPECTS  FOR  NEW  METHODS 


A wide  variety  of  tests  and  p.  jcedures  to  improve  aptitude  and  vo- 
cational tests  have  been  studied  both  by  military  and  civilian  scientists. 
Also,  other  procedures  for  validation  of  tests  have  been  examined.  The 
following  list  of  new  prospects  are  not  intended  to  be  a comprehensive 
review  of  this  subject  but  only  show  the  range  and  potential  for  additional 
tests  and  procedures. 
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Measurement  of  Human  Verbal  and  Nonverbal  Information  Handling 
Characteristics 

With  the  development  of  the  modern  theory  of  information  it  was 
inevitable  that  tests  of  human  information  handling  would  eventually  be 
made.  Studies  of  human  information  handling  range  from  perception 
studies  to  clinical  studies  of  disturbed  children,  and  they  include  the 
development  of  novel  el<ctronic  testing  devices  that  provide  quantitative 
measur's  of  human  Information  handling  characteristics. 

The  measure  of  information  in  a message  is  basically  a measure 
of  the  amount  of  choice  in  that  message.  A message  which  describes 
something  that  is  virtually  a certainty  or  one  which  describes  an  impos- 
sibility contains  no  information,  while  a message  which  informs  about 
the  outcome  of  an  event  that  couk)  have  happened  in  two  or  more  ways 
contains  some  amount  of  information. 


Aqy  event  or  object,  animate  or  inanimate,  in  the  environment  is 
potentially  a source  of  information  to  a human  being.  The  manner  in 
which  human  beings  handle  or  process  information  derived  from  the 
various  information  sources  around  them,  the  kinds  of  sources  from 
which  they  will  accept  information,  and  the  total  amount  of  information 
processed  are  quite  indicative  of  the  way  people  behave  or  might  behave. 

The  information  content  of  a message  for  a machine  is  computed 
on  the  basis  of  the  probability  of  the  message,  but  human  beings  may 
not  have  knowledge  of  exact  probability  and  they  evaluate  on  the  basis  of 
their  expectations  about  the  matter  and  their  needs  at  the  moment. 
Information  received  by  human  beings  serves  a double  function  in  that 
it  can  change  expectations  as  well  as  serve  as  a guide  to  action. 

These  abstract  notions  about  information  have  been  translated  into 
testing  procedures  in  many  different  ways.  For  example,  it  has  been 
found  that  normal  human  beings,  barring  emergency  or  crisis  situations, 
tend  to  shift  their  attention  from  one  potential  environmental  source  of 
information  to  another,  eventually  covering  most  of  the  possible  sources. 
This  cycle  of  examining  information  sources  goes  on  continuously.  The 
amount  of  time  spent  on  any  one  information  source  is  more  or  less 
proportional  to  the  amount  of  information  potentially  available  from  the 
source  Thua  most  people  tend  to  examine  their  surroundings  very 
quickly  on  walking  into  a strange  room.  Once  they  have  scanned  the 
room,  they  generally  spend  very  little  further  attention  on  static  objects 
or  objects  that  provide  little  or  no  new  information.  It  has  also  been 
found  in  clinical  studies  that  emotionally  disturbed  children  tend  to  avoid 
some  potential  sources  of  information  and  that  they  may  fixate  or  spend 
an  undue  amount  of  time  on  other  sources.  The  relative  amount  of  in- 
formation gained  about  the  environment  by  an  individual,  together  with 
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th«  diatortiona  in  the  normal  process  (sources  avoided  or  fixated)  con- 
stitute a quantitative  basis  fo-  evaluating  individuals.  These  findii^a 
appear  to  apply  equally  well  t ) both  verbal  and  nonverbal  information 
processii^. 

Human  nonverbal  information  processing  has  been  extensively 
studied  in  control  and  tracking  tasks.  A Zero-Input  Trackii^  Analyser 
(ZnTA),  devised  by  N,  K.  Walker,  has  been  used  in  clinical  studies  of 
h^pprkinetic  children  as  well  aj  for  aptitude  testing.  The  task  complexity 
in  Walker's  device  can  be  adjusted  over  a wide  range,  and  the  tracking 
scores  for  a set  of  tasks  of  different  complexities  has  been  shown  to  have 
a high  correlation  with  perf'-rmance  on  several  different  types  of  Jobs. 

For  example,  the  correlaiion  with  keypunching  is  very  high  (r  ' . 9S), 
and  high  coerelations  of  certain  composite  ZITA  scores  with  aircraft 
pilot  skills,  air  traffic  controller  performance,  and  other  demanding 
tasks  have  also  been  shown.  It  would  be  an  oversimplificatiem  to  refer 
to  analyrer  sustems  such  as  the  ZITA  as  simply  devices  for  measuring 
psychmnotor  ability  since  nonverbal  decision  making  and  other  cmnplex 
nonverbal  information  processes  are  invob  ed  in  operating  these  devices. 


Task  Complexity  Measurement 

Since  the  ZITA  has  the  capability  of  measuring  performance  over 
a range  of  task  cmnplexity,  the  possibility  for  empirically  determining 
the  cranplexity  of  various  military  service  jobs  exists  It  appears  quite 
possible  to  establish  complexity  measures  for  each  job  and  to  use  the 
ZITA  or  a similar  device  to  sceeen  accessions  on  the  basis  of  ability  to 
handle  jobs  of  given  complexity.  Since  hum:an  beings  are  quite  adaptable, 
most  people  can  perform  with  smne  degree  of  proficiency  at  a wide  variety 
of  tasks,  and  a task  complexity  measure  together  with  a measurement  of 
the  complexity  of  the  tasks  a given  Individual  can  handle  routinely  could 
be  quite  useful  for  screening  and  assignment  of  personnel. 


Measurement  of  Performmm  Under  Stress  and  Distraction 

It  has  been  found  (as  might  be  expected)  that  human  information 
handling  ability  distorts  under  some  degree  of  stress  or  distracticsi. 

The  manner  and  degree  of  distorion  are  even  more  valuable  for  aptitude 
testing  or  job  performance  prediction.  For  example,  the  ZITA  with  an 
Added  Distraction  Task  has  been  used  in  many  studies  which  show  that 
some  groups  of  individuals  (e.  g. , hyperkinetic  children)  do  far  leas 
well  on  a tracking  task  when  required  to  perform  a second  task  at  the 
same  time,  even  though  undistracted  tracking  performance  may  be  in 
the  normal  range.  Another  group  shows  performance  improvements 
when  the  distraction  task  is  added.  Top  rated  pilots  axi  astronauts 
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■how  an  interesting  pattern  of  performance  on  the  ZITA  with  added  dis- 
traction. First,  they  appear  not  to  be  operating  at  peak  capability  on 
simple  tasks  but  seem  to  maintain  a reserve  of  information  procassing 
capability  which  they  do  not  use.  Second,  they  solve  the  problems  in- 
troduced by  increasing  the  task  complexity  in  a very  short  period  of 
time  and  continue  to  perform  the  tracking  on  the  complex  task  about  as 
well  as  they  do  on  the  simpler  tasks.  Third,  when  the  distraction  task 
is  added,  they  usually  solve  the  problem  of  tiow  to  handle  the  two  tasks 
in  optimal  fashion  almost  immediately  and  they  continue  to  perform  the 
tracking  tasks  of  varying  complexity  about  as  well  as  without  the  extra 
diatraction  task.  By  contrast,  the  average  (normal)  person  may  require 
several  minutea  to  solve  the  problem  of  handling  the  tracking  and  the 
distraction  task  simultaneoualy  and  they  show  a degradation  of  perfor- 
mance with  increasing  task  complexity.  The  ability  to  measure  per- 
formance very  precisely  afforded  by  such  electronic  devices  would  un- 
doubtedly improve  the  quality  of  job  assignments  for  accessions. 


Average  Evoked  Potentials  (Brainwave  Studies) 

The  electrochemical  activity  of  the  brain  in  response  to  changes 
in  the  environment  can  be  observed  by  monitoring  electrical  potentials 
on  the  scalp.  The  signals  obtained  from  an  individual  at  reat  with  eyas 
closed  generally  follow  certain  well-defined  patterns,  and  deviations 
from  the  usual  patterns  may  indicate  an  abnormal  condition  in  the  brain 
tissues  underlying  or  near  to  the  electrodes  that  show  disturbed  patterns. 
The  recorded  brainwave  aigr>als  are  called  an  electroencephalogram 
and  the  machine  used  to  take  such  recordings  is  called  an  electroenceph- 
alograph (or  EEG  machine). 

Medical  appUcationa  of  the  EEG  require  the  subject  to  be  at  rest 
with  eyes  closed,  and  the  medical  EEG  machine  cannot  be  used  without 
modification  for  the  more  complex  and  detailed  recordings  of  scalp  po- 
tentials needed  to  infer  characteristics  of  individuals.  The  necessary 
modifications  include  changing  the  pickup  electrodes,  which  convey  the 
signals  from  the  scalp  to  the  EEG  machine,  and  computerising  the  sig- 
nal processing.  Medical  electrodes  are  usually  needles  (which  are  in- 
serted just  below  the  skin),  and  the  research  devices  require  a rosette 
of  electrodes  arranged  in  a small  circle  so  that  the  direction  that  the 
brainwave  travels  across  the  scalp  can  be  determined  as  well  as  the 
magnitude  of  the  signal  at  the  point.  Also,  a stimulus  source,  such 
as  a flashing  light  or  audible  click  must  be  added  to  the  system.  With 
such  a modified  machine  (which,  at  present,  is  fairly  expensive  and 
gem  rally  not  suited  to  mass  testing)  it  is  possible  to  obtain  tbs  average 
el'  Ctrl  cal  response  of  the  brain  to  repeated  stimuli  (flashes  or  clicks). 
These  signals  are  called  average  evoked  potentials  (AEP's).  The  shape, 
direction  and  tims  sequences  of  AEP's  recorded  simultaneously  for 
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for  BiS2^  p^ta  on  tiia  acalp  provide  informatioa  T*Vtvv&%  to  emottmal 
and  eatfietic  characteriatica  of  the  way  human  beinga  transform  infor- 
mation, according  to  Dr.  Manfred  Cljmea,  a reaearcher  in  the  field.  8) 
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From  the  ayatema  theory  point  of  view,  AEP'a  are  of  value  be- 
muae  they  repreaent  the  reaponae  of  the  brain  to  an  Input  of  a type  whidi 
haa  traditionally  been  uaed  to  infer  die  atate  variablea  of  linear  ayatemai 
The  atate  variablea,  aa  ia  diacuaaed  in  Appendix  A,  are  direct^  relevant 
te  prediction  of  future  behavior  of  a ayatem. 


Variation  on  Acceaaion  Teat  Conditlone  (to  Improve  the  Performanm  et 
Minorities 


Aaide  from  poaalble  new  teata  that  could  imporve  predictability, 
it  la  poaaible  to  alter  the  conditiona  under  which  acceaaitma  are  teated 
and  trained  in  auch  manner  aa  to  Improve  performance,  especially 
for  minorltiea.  Reaearch  done  in  the  1960s  provided  siqiport  for  the 
popularly  accepted  idea  that  one'a  attitude  Influences  one's  peittftmhnce.^t 
In  some  experimental  designs,  tbschers  were  told  that  certain  atudenta  were 
Intellectually  dull  and  others  very  capable.  Teachers  treated  the  students 
according  to  the  information  provided  and  the  academic  performance  of  the 
students  matched  teacher  expectation.  It  was  significantly  at  variance 
with  the  performance  usually  expected  from  students  according  to  the  intel- 
ligence quotients  which  the  teat  scores  indicate. 

Other  research  concentrated  on  the  locus  of  control  concept,  developed 
by  Epps  and  others  in  Michigan.  According  to  the  concept  individuals  whose 
experience  supports  the  belief  that  their  own  efforts  infludence  the  response 
of  the  environment  (such  as  grades  or  promotions)  perform  la  a consistently 
superior  manner  Those  who  believe  that  their  own  behavior  has  negligible 
effacl  on  the  rewards  accorded  them  perform  erratically  and  exert  less 
effort. 


Members  of  minority  groups  who  are  eighteen  years  or  older  have  been 
generally  subjected  to  both  low  expectations  by  others  and  environmental 
feedback  informing  them  that  their  behavior  had  negligible  effect  cm  the 
dispensing  of  external  rewards.  Individuals  in  a highly  structured  setting 
with  rewards  and  expectations  scheduled  to  coincide  with  specific  behaviors 
do  demonstrate  changed  behavior  outside  the  experimental  situation  coincident 
to  the  experimental  conditions.  These  changed  behaviors  are  congruent  with 
the  experimental  hypothesis  of  changed  behaviors. 

Minmrity  accessions,  prior  to  testing,  could  be  bombarded  with  success 
expectations  and  identity  influence  environment  by  skillful  recruiters  on  aa 
individual  and  group  basis.  Specific  desirable  behaviors  of  recruiters  to 
improve  success  orientation  of  minority  access  ions  could  be  described  and 
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taught  to  the  recruiters.  Implementation  of  this  program  could  be  evaluated 
by  comparison  of  the  "success  expectation"  accessions  scores  with  scores 
and  accessions  tested  without  the  "success"  conditions.  To  determine  the 
ultimate  value  to  tie  services,  the  "success"  groups  should  be  monitored  in 
training  classes  and  subsequently  in  jobs. 


Operational  Aspects  of  Possible  New  Methods 

The  services  are  already  using  written  test  batteries  and  new  batteries 
would  not  evoke  any  significant  changes  in  current  procedures.  The  oeily 
variable  which  might  influence  budgets  would  be  an  extension  of  ‘.he  time  to 
take  the  testa.  A very  large  number  of  psychological  tests  have  been  developed 
in  the  professional  community  and  validated,  but  only  a few  appear  to  have  much 
potential.  The  only  satisfactory  method  of  validating  these  tests  for  the  ser- 
vices is  to  establish  the  predictive  power  of  the  current  tests,  and  then  compare 
this  with  the  predictive  power  of  the  total  battery  with  the  candidate  test  added. 

Physical  performance  teats  would  require  changes  in  current  testing  proced 
ures  and  could  potentially  in.-rease  the  cost  of  acquiring  data  on  accessions  by 
a significant  budgetary  amount  Physical  performance  tests  generally  require 
one  tester  to  a small  group  of  testees,  sometimes  one-to-one,  whereas  written 
tests  can  be  administered  in  a large  group  If  machine  grading  of  physical 
performance  testa  is  used,  the  number  of  testers  would  be  reduced  but  both 
the  research  and  development  costs  of  the  machines  and  the  inventory  of  testing 
equipment  would  require  exceedingly  great  effectiveness  in  order  to  justify  the 
investment.  A sinj^e  performance  test  ts  unlikely  to  give  an  adequate  measure 
of  the  potential  of  the  accession  for  a wide  range  of  jobs.  A battery  of  such 
tests  woulo  require  extensive  validation.  Whether  they  would  yield  significant- 
ly more  information  or  be  afflicted  by  less  bias  is  unknown 


Direct  human  performance  tests  in  which  the  testee  is  given  limited  in- 
structions on  how  to  perform  a part  of  a job  and  is  then  tested  is  a variation 
of  physical  performance  testing  and  is  characterised  by  the  same  problems. 
Direct  human  performance  testing  is  further  subject  to  a learning  curve  so 
that  slow  learners  are  handicapped.  It  is  well-known  that  job  performance 
in  many  fields  is  not  highly  correlated  with  quickness  to  learn,  other  factors 
in  the  long  run  being  more  important.  It  might  therefore  be  impossible  to 
validate  direct  human  performance  tests  if  administered  at  a recruiting 
station. 


"Success"  groups  do  not  lend  themselves  at  all  to  the  mass  testing 
environment  because  they  require  special  skills;  however,  the  "success" 
teams  might  be  effective  as  roving  recruiters  coupled  with  an  adequate  pub- 
lic service  promotion  campaign  through  the  minority  oriented  media 
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Systems  methods  in  which  human  information  capability  is  measured 
resembles  physical  performance  testing  in  a superficial  way  in  that  a physical 
test  is  usually  uivolvedand  machines  are  often  required.  However,  the  ma- 
chines needed  can  be  relatively  Inexpensive  and  can  be  devised  to  work  auto- 
matically and  to  give  a direct  read-out  of  the  score.  They  can  be  supple- 
ments to  paper  and  pencil  teats  demanding  only  slight  changes  in  operating 
procedures  and  a one-time  expenditure  for  the  necessary  machine  inventory. 
The  benefits  derived  can  be  particularly  significant  because  the  machines 
can  be  devised  to  cover  a wide  range  of  performance  challei^e  and  therefore 
provide  measures  of  information  handling  capacity  over  a wide  range  of 
system  complexity  under  varying  degrees  of  stress.  There  is  a real  poten- 
tial that  ultimately  such  tests  might  replace  many  of  the  current  battery  of 
teats  and  represent  both  a saving  in  testing  time  and  effort  ami  improved 
prediction. 

The  modified  EEG  machine  which  provides  AEP'a  might  utlimately  re- 
place almost  sll  other  forms  of  testing;  but  they  are  quite  unsuitable  to  mass 
testing,  are  very  expensive,  and  demand  highly  trained  curators.  Much 
research  and  a high  degree  of  automation  will  be  required  before  this  approadi 
can  seriously  be  considered  for  accessiom  testing. 


R ECOMMENDATIC»<S 


The  recommendations  of  this  study  address  themselves  to  prsctical 
efforts  which  the  services  might  adopt  in  order  to  improve  the  pelection  of 
accessicns,  combat  bias  in  the  selections,  and  better  serve  the  service 
objectives  of  efficient  manpower  utilisation. 

The  major  recommendation  relates  to  Hobar's  finding  that  the  validity 
prdilem  of  the  teat  batteries  is  not  ascribable  to  the  individual  teats  i the 
battery  but  rather  to  the  method  of  validation.  The  major  recommendation  is 
to  undertake  a complete  validation  base  line  study  using  the  data  in  service 
files  prior  to  embarking  on  any  further  test  development  or  on  the  exploration 
of  any  exotic  testa. 


The  second  recommendation  ia  that  the  services  voluntarily  adopt  the 
standards  of  validation  in  Title  4 of  the  Code  of  Federal  Regulations  (U.  S. 
Department  of  Labor  1971)  as  an  objective,  leaving  open  the  time  at  which  it 
would  become  effective  because  it  may  not  be  possible  in  all  cases  to  comply. 
The  justification  for  this  step  lies  in  the  expected  cost  savings  to  be  achieved. 

In  more  detailed  terms  the  recommendations  of  this  atudy  are  as  follows: 


1.  The  services  should  strive  toward  the  use  of  selectors  with  validities 
meeting  the  one  to  twenty  chance  occurrence  probability. 
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i.  A study  should  be  conducted  to  determine  the  true  predictive 
power  of  existing  test  batteries,  togeiiier  with  medical,  bio- 
graphical and  personal  data  now  routinely  collected.  This 
study  must  employ  a general,  nonlinear  prediction  technique. 
The  study  should  be  restricted  to  the  ASVAB  since  it  will 
shortly  become  the  standard  service  test. 

3.  The  criterion  variable  used  in  the  first  phase  of  the  recom- 
mended study  should  be  training  school  scores,  as  is  the  case 
presently.  A subsequent  phase  of  the  study  should  explore 
the  predictability  of  other  criterion  variables,  such  as  job 
ratings.  attriUon.  disciplinary  problems,  and  possible  needs 
for  additional  training.  These  studies  would  provide  a relia- 
ble quantitative  basis  for  establishing  either  the  sufficiency  of 
current  tests  and  data  or  the  needs  for  addition^  data.  As  a 
side  benefit,  these  studies  would  produce  approximstions  to 
the  general  nonlinear  selectors  suitable  for  field  use. 

4.  Where  the  predictive  power  of  the  ASVAB  and  other  data  tall 
short  of  the  full  validity  standards,  additional  data  items  cna 
be  incorporated  into  the  prediction  function  (such  as  that  pro- 
vided by  other  test  batteries  and  biographical  data)  and  the 
increase  in  predictive  power  affortled  by  the  new  items  checked 
to  determine  whether  the  predictive  validity  of  the  augmented 
selectors  meets  desired  standards.  The  general  nonlinear 
predictors  can  be  analysed  to  determine  which  of  the  data 
itenxb  and  test  battery  components  add  significantly  to  the  pre- 
dictive power  of  the  function  and  which  do  not.  If  a given  test 
in  the  ASVAB  adds  nothing  of  value  to  the  prediction  of  any 
service  job,  it  can  and  should  be  dropped  from  use. 

5.  For  those  service  jobs  where  the  maximum  predictive  power 
attainable  is  still  unsatisfactory,  novel  instruments  md  less 
conventional  tests  or  devices  should  then  be  examined.  Vali- 
dation procedures  should  employ  all  old  data  plus  new  data  as 
described  above.  Once  requisite  validities  have  been  achieved, 
the  novel  methods  or  tests  required  to  reach  this  level  should 
be  standardised  and  added  to  current  ones 

These  recommendations  are  consistent  with  the  guidelines  used  in 
this  study.  If  the  study  recommended  here  is  carried  out,  the  services 
should  have  a comprehensive  accessions  job  selection  process  which  is 
(a)  substantially  less  biased  than  the  present  process,  (b)  more  reliable 
for  job  selection,  and  (c)  feasible  to  be  administered  by  parsprofessionals 
within  current  budget  levels. 
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tbs  drsft.  This  conclusion  was  based  in  pnrt  on  extensive  econsaetrlc 
ualysls  of  enlistunt  ud  rccnllstsent  supply  behavior.  These  analyses 
produced  sn  sstluted  nilitary  pay  elasticity  of  1.25  and  an  auuned 
SBployaut  rate  elutlcity  of  the  UM  aagnltude  (Cllaan,  1910).  Many 
of  the  Gates  Coaadssion  reconendatlona  have  been  Ispleasntcd,  and  the 
draft  was  ellainated  as  a source  of  nanpowsr  procureaeut  in  1973.  The 
all-volunteer  force  is  now  a reality  which  suggests  that  the  Cates 
Conlsalon  estiastes  uy  have  beu  accurate.  Reverthclesa,  theu  utiaated 
elasticities  ware  generated  froa  data  that  reflected  the  exlstenea  of  the 
draft  and  an  mpopular  war  in  Southeast  Asia.  It  is  possible  that  the  shift 
froa  the  draft  to  a no-draft  cnvlronaent  and  the  shift  froa  an  environaent 


of  bostllity  to  an  cnvlronaent  of  peace  could  have  coabined  to  produce 
significant  changes  in  the  paraaeters  of  the  enllataut  supply  function. 
If  so,  than  it  is  further  pouibls  that  these  changes  will  have  iaportant 
iapllutions  for  assessing  the  future  sustainability  of  the  all-voluntur 
drasd  force. 

The  objective  of  this  study  Is  to  evaluate  the  validity  of  the  Gatu 
Coaaisaion  estiastes  of  allitsry  pay  and  uncaployaent  rate  elasticities 
as  potential  planning  factors  for  use  in  developing  policies  to  sustsin 
the  all-volunteer  araed  force.  It  is  also  to  evaluate  the  degree  to 
which  estlutes  froa  aodels  using  data  since  the  start  of  the  lottery 
(1970)  agree  with  longer  tiac  aarlea  aodels  (1953-1972). 


■■view  of  paat  lltaratura  ravaala  that  aoat  atudlaa  wara  able  to 
Identify  a alftnlficant  reletlon«hlp  between  allltary  pay  and  enllataanta, 
but  were  unable  to  Identify  a atatlatlcally  algnlflcant  ralatlonahlp 
batween  iffleaployaent  rataa  and  anllataenta.  With  current  onaivloyaant  ratea 
approaching  9 percent.  It  la  luportant  In  looking  at  the  future  of  the  all- 
volunteer  force  to  aaacaa  the  lapact  thla  high  uneaployuent  la  having 
oa  enllataant  aupply.  Thua,  auch  of  our  effort  In  thla  atudy  la  dlrectad 
■C  davaloplng  a rellabla  eatlaate  of  tha  effect  of  uneaployaeac  on 
■ollataent  behavior. 

Our  reaaarch  conalata  of  two  parta:  (1)  eatlaatlon  of  tba  paraaatera 

of  enllataant  aodala  ualng  quarterly  data  on  total  Aiay  anllataaaca  In 
Mental  Categorlea  I-III  for  tha  aaapla  period  19S8-1972,  and  generation  of 
projected  quarterly  enllataenta  froa  theae  paraaatera  for  1973-1974;  and 
(2)  eatlaatlon  of  tha  paraaatera  of  enllataant  aodala  ualng  aonthly  data 
aa  voluntary  anllataanta  by  Service  and  level  of  achool  coapleted  In  Man- 
tel Catagorlaa  I-II,  111,  and  I-III  for  tha  aaapla  period  1970-1975.  Tha 
foraer  analyala  ualng  a quarterly  data  baae  conatltutea  aa  evaluation  of 
the  atablllty  of  the  Gataa  Covlealon  aatlaataa  in  two  waya:  (1)  by 

■atlaatlng  tha  paraaatera  of  the  enllataant  aupply  function  over  a longer 
tiaa  period  (tha  Catea  Coaalaaion  aatlaataa  were  generated  froa  a data 
baae  that  ended  in  1968),  and  (2)  by  ualng  theae  paraaetera  to  ganarata 
pradlctad  anllataanta  In  tha  poet-draft,  poat-Vlatnaa  era  and  by  coaparlng 
tbaa  to  actual  enllataenta.  Tba  latter  analyala  ualna  a aonthly  data  baae 
conatltutea  an  evaluation  of  the  atablllty  of  tha  Gataa  Coaalaaion  paraaetera 
by  aatlaatlng  thea  froa  a aore  recent  aaaplc  period  and  by  eatlaatlng  thaa 
for  voluntary  aollataeot  behavior  (tha  Gataa  Coaalaaion  data  Included  draft- 
BOtlvated  enllataenta). 
tuBaary  of  Tlndlnga 

Baaed  on  our  quarterly  data  baae,  we  find  the  following: 

1.  Our  "beat"  eatlaatea  of  allltary  pay  elaatlcltlea  ran^e  between 
1.1  and  1.2,  reaarkably  cloae  to  the  earlier  Catea  CoMlaaloo  eatlaatea. 

2.  Our  aatlaataa  of  civilian  pay  elaatlcltlea  generally  exceed  (In 
abolote  value)  our  aatlaataa  of  allltary  pay  elaatlcltlea. 

3.  Our  eatlaatea  of  caah  pay  elaatlcltlea  with  reapact  to  allltary 
pay  exceed  our  eatlaatea  of  In-klnd  elaatlcltlea. 

4.  Our  *^at"  eatlaatea  of  eaploynent  rate  elaatlcltlea  range  up- 
ward froa  1.4,  but  they  are  neither  very  robuat  nor  very  rallable. 


5.  Xbm  *bMt*  i^lo^FMnt  r<t*  r«aiilts  arc  pro4uea4  bjr  an  aaai^losrant 
nta  narlabla  that  haa  aaaantially  baaa  daaaaaooallwd  through  ut  avar^lsg 
gcoeaas., 

(.  tehool  aurollMnt  atatua  la  a algnlflcaot  datarslnant  o(  esltat- 
■aata;  our  flndtuga  auggaat  that  tha  loag-rua  ^roiiasaity  to  aaltat  os  tho 
gart  ot  asrollaaa  la  aignlflcantly  lowar  than  tha  loug-rus  auliaMant  gro- 
gesaltlaa  of  smasrollaea. 

7,  >aea  is  a significant  anllataant  datenlnant;  our  ftadlngs  auggsst 
that  hlaeka  have  lower  anllataent  rates  than  do  non-blacks  — however,  this 
racial  difference  la  probably  due  to  racial  differences  In  dlaquallflcatlon 
rates  and  are  ellalnatad  or  reversed  once  one  haa  accounted  for  then. 

8,  Our  aodels  genarally  underpredict  enllstaent  experience  In  1973- 
1978;  "best"  aodels  are  frequently  within  10  percent  of  actual  axperlanca 
In  taias  of  average  forecasting  error,  and  are  within  16  percent  In  tame 
of  tha  root  naan  squared  error. 

9,  forecasting  perforaance  of  these  aodels  should  bn  taken  with  a 
^aln  of  salt  bacauae  of  quotas  laposed  by  the  Aray  on  non-hlgh  school 
graduate  snlistacnta  In  1973  and  not  taken  Into  account  In  the  forccaetlng 
aodels:  accounting  for  these  quotas  would  laprove  forecasting  perforaance 
naasurad  by  the  root  aean  squared  error  and  would  weaken  aodal  porfoxaanes 
aaaaursd  by  average  forecasting  error. 

Baaad  on  our  aonthly  data  base,  we  find  the  follcerlng: 

1.  Tor  ktwf  enllsteea  In  Mental  Categories  1-lllt 

1.  Istlantea  of  relative  allltary  pay  elasticities  of  around  1.4. 

2.  Istlaatea  of  civilian  pay  alaatleltlea  that  exceed  <ln  absolute 
value)  allitary  pay  elaeticlties. 

3.  A significantly  different  pay  elasticity  for  black  and  white 
aallstaaa  of  slailar  asntal  category  and  educational  status.  Tor  black 
CAT  1-3  high  school  graduate  enllatacnt,  pay  elasticities  are  greater 
than  3.S  whereas  for  a slailar  non-black  group,  pay  elasticities]  are 
around  .9. 

4.  gstlaates  ot  aaployaent  rate  slastlcltlea  that  average  around 
l.S  and  are  note  reliable  and  robust  than  those  astlaated  fron  the 
quarterly  data  base. 

9.  Quotas  laposed  by  the  Ansy  on  anllstaents  of  non-hlgh  school 
graduates  In  early  1973  acted  to  reduce  significantly  tha  nuaber  of  Aray 
anllstaents  in  Mental  Categories  I-III. 

6.  A conparlson  of  the  quarterly  tlae  series  relative  pay  elasticity 
aaasureaent  with  tha  tlae  series  aeasureaent  for  CAT  I-IIl  Aray  enlistee 
ahows  a significant  difference.  Tor  the  quarterly  aeries,  the  average 
ralatlve  pay  elasticity  la  0.8  while  for  the  tins  series,  the  best 
astlaate  is  1.4.  Tor  the  quarterly  aodels  that  provide  tha  best  forecast, 
the  agraeaent  between  the  aodels  Is  laproved. 
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II.  Fir  (alictaas  clasiKtad  by  Sarrlea,  auical  eat*(ory,  tad  laval 
of  acbool  coapletad; 

I.  Kllltary  pay  alaatlclttaa  for  Krwr  and  Air  Forca  anllataaa  tand 
to  ba  hlghaat  for  anllataaa  with  cha  lowaat  aaount  of  aklll  (Maaorad  In 
taraa  of  aantal  eatagory  and  laval  of  achool  coaplatad). 

2.  lavy  pay  alaatlcltlaa  auggaat  that  thara  aay  hava  baan  a quota 
policy  for  non-hlgh  achool  graduataa  during  thla  parlod. 

3.  Marina  Corpa  pay  alaatlcltlaa  ara  hlghaat  for  non-hlgh  achool 

graduataa. 

4.  Clwlllan  pay  alaatlcltlaa  axcaad  (la  abaoluta  valua)  alllcary  pay 
alaatlcltlaa  for  Aray  high  achool  graduataa  In  Hantal  Catagory  III  and  for 
Axay  non-hlgh  achool  graduataa  In  Hantal  Catagerlaa  I-II. 

5.  iBployBant  rata  alaatlcltlaa  for  hl^  achool  graduataa  ara  Boat 
rallabla,  and  ranga  upward  froa  2.0. 

(.  ■BployBtnt  rata  alaatlcltlaa  for  non-hlgh  achool  graduataa 
fraquantly  hawa  tha  "wrong"  algn.  Thla  wrong  algn  can  ba  Intarpratad 
In  taraa  of  aubatltutlon  affacta.  Uhan  a graatar  nuabar  of  high  quality 
woluntaara  ara  avallabla  dua  to  high  unaaployaant,  tha  aarwlcaa  matrlct 
lownr  quality  anllataaa. 

7.  >iployBant  rata  alaatlcltlaa  for  Marina  Corpa  high  achool 
graduataa  ara  unuaually  high,  awnraglng  around  S.OI 

8.  taployaant  rata  alaatlcltlaa  for  non-black  Acay  anllataaa  who  ara 
high  achool  graduataa  In  Hantal  Catagorlaa  I-III  ara  rallabla  and  hava  tha 
"right"  algn,  wharaaa  a^iloyaant  rata  alaatlcltlaa  for  conparabla  black 
anllataaa  hava  tha  "wrong"  algn. 

Conclualono 

I.  bliataant  aupply  paraaatara  uaad  by  tha  Gataa  Conalaalon  an 
atlll  valid.  Tha  Gataa  Conalaalon  uaad  a pay  alaatlclty  of  1.25;  our  baat 
aatlaata  of  pay  alaatlclty  ranga  batwaan  1.1  and  1.2  for  ond  data  baaa 
baaad  on  chooalng  aedalt  batad  on  alnlaua  foncantad  arror,  and  aroiaid 
1.3  - 1.4  froa  tha  othar  data  baaa.  Bowavar.  a coaparlaon  of  pay 
alaatlcltlaa  Iron  ralatlva  pay  aodala  of  tha  quartarly  tlaa  tarlaa  and 
annthly  tlaa  aarlaa  ahowa  a wldar  varlanca.  Tha  quartarly  tlaa  tarlaa 
nlatlva  pay  alaatlcltlaa  froa  all  aodala  la  around  .8,  whlla  tha  aonthly 
tlaa  aarlaa  baat  aatlaata  la  1.3  - 1.4  for  CAT  I-III  Aray  anllataaa. 
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2.  Wa^lofmaBt  nt«  alaatieltlu  tiem  eh*  aostUjf  tim  (azlM  woM.m 
■tev  atcoi^  ali^fiease*  and  tha  pradlctad  algB  (or  tha  i^ar  quality 
«>ltataoa(  and  atrosg  aigntflcanca  and  tha  wrosg  tigs  lot  lovar  quality 
Mliataaa.  thia  ia  intarpratad  in  tana  of  a ai&atitMtoo  affaet  tdiartiiy 
dartaq  yarioda  of  hlthar  uaaaploynant,  aanricaa  aceapt  asra  hi^iar 
quality  mliataaa  and  raatrict  anllatcaa  of  lowar  quality,  nsaapli^faast 
rata  alaatieitiaa  fna  DoD  CAT  X-IXl  high  acbool  graduata  wtliataaa 

is  .3  - .A. 

3.  A problaa  that  hat  paraistad  in  anllataaot  supply  analyaaa 
ia  idantifieation  of  supply  and  danand  liaitad  grouva.  Tha  aathod 
of  diaaggragation  of  anllataant  hy  raca,  aantal  eatagory,  and  adueational 
layal  utad  In  tha  nonthly  tlaa  tariat  analysis  produeat  ehangaa  in  aatua 
of  and  tha  »-■  atatlatiea  which  anablaa  tha  idantifieation  of  aitpply  and 
it—nrt  liaitad  groups. 

A.  Otfaar  thlnga  aqual,  a policy  that  atrivet  to  aaintain  a ttabla 
ratio  of  ailitacy  to  civilian  pay  aay  raault  la  dacllnaa  in  anliscneata. 

(to  tvldanea  of  hlghar  abaoluta  valuta  for  our  civilian  pay  alaatieitiaa 
(caaparad  to  our  ailitacy  pay  alaatieitiaa)  auggaata  that  aquiproportionata 
dtotgaa  in  ailltary  and  elvillan  pay  will  raault  in  daeliniog  anliatatnta. 

3.  Tba  notion  that  cash  pay  ia  aora  affielcot  aa  a raerulting  device 
thaa  in-kind  pay  la  not  refuted  by  tha  evidence  of  higher  case  pay 
elaatieltlaa  reported  bare;  however,  it  la  alto  not  conflnad  by  the 
avldanca.  Btplrleal  and  analytic  problaaa  in  estlaatlng  in-kind  pay 
raqaira  ua  to  caution  the  reader  to  uaa  these  findings  with  caution. 

A.  The  aanaitivity  of  our  findings,  particularly  la  tha  lower  Xavalt 
of  educational  attaiaatnt  and  aantal  catagorlea,  to  quota  policy  auggaata 
that  future  anliataant  behavior  should  be  conditiona  to  such  policy.  Nora 
rasaareh  la  racoaaended  to  refine  tba  enllstaent  supply  aodela  to  that 
they  taka  aueh  pollelea  into  account  in  astlaatlng  anllataaot  supply 
paraaetara. 
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I.  xmoiKicTnm 


te  MMMtsg  th«  f*<«lbUler  of  an  all-volimtaar  totem,  tte  Caeaa 
COMitaaloa  eoscluclad  that  pa;  Ineraaaaa  to  {Irst-ton  aullataas  alaad  at 
•Uatoatiag  tha  eoaacrlptioa  tax  would  alao  ha  auMlelast  to  ollalaata  tha 
dealt.  Shia  cooclualoD  waa  haaad  in  part  on  axtanalva  aeonooatrle  analpsla 
ot  ai^iataaat  and  Taanllatnant  aupply  bohavtox,  Thaaa  aaalysoa  pcodmad  M 
Mtlaatad  ailltary  pa;  alaatlelt;  of  1.25  and  an  naaiaud  tnplojraant  rata 
olantielt;  of  tha  aaaa  nagnltuda  (Gllaan,  1970>.  Nan;  of  tha  Sttmm  S»> 
■iaaion  laeownandationa  ham  boon  iaplanantad  and  tha  draft  waa  ali^natad 
aa  a aourea  of  aaapowar  procuraaant  in  1973.  bparianea  ainea  that  tlM 
anggaata  that  tha  aatiutaa  of  tha  Gataa  Conalaatoo  hava  bald  up  rathar 
wall.  Sararthalatai  thaaa  aatlaatad  alaatlcitiaa  wara  gaaaratad  froa  data 
that  raflactad  tha  axiatanea  of  tha  draft  and  an  unpopular  war  In  Soutbaaat 
Aala.  It  ia  poaalbla  that  tha  ahlft  froa  tha  draft  to  a no-draft  anvlron- 
aant  and  tha  ahift  froa  aa  anvlronaant  of  hoatllit;  to  aa  anvironaant  of 
paaeo  could  hava  eoabined  to  produca  algnlfleant  changaa  In  tha  paraaatara 
of  tha  anllatacnt  auppl;  function.  If  ao,  than  it  la  further  poaalbla  that 
thaaa  changaa  will  hava  iaportant  iaplleaciona  for  aaaaaaing  tha  futuia 
auatalnabilit;  of  an  all-voluntcar  araed  forea. 

Tha  objactlm  of  thla  atud;  ia  to  avaluata  tha  validit;  of  the  Cataa 
Oooniaaloo  aatlnatea  of  nilitar;  pa;  and  unanplojnaaot  rate  alaatlcitiaa 
for  oaa  la  domloplag  future  polieiaa  to  auatain  tha  all-^oluntaar  amad 
force.  Slnca  little  ayatcaatic  aconaaetrle  modeling  ot  cnllataenc  aupply 
behavior  haa  bean  dona  aince  tha  Gitea  Coomiaalon  atudy,  thin  paper  con- 
atltutaa  an  update  of  thaaa  flndinga. 
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Iavl«w  of  put  lltaratun  r«««ala  that  aoat  atudlaa  vara  ablc>to 
Uaatlfjr  a altnlflcant  xalatlonahip  kacwaaa  ■llttaiy  pap  and  anllatatnta, 
bat  vara  uaabla  to  idaatlfp  a atatlatlcally  alpnlficaat  ralatlonahlp  ba- 
taaaa  uaaaplopaant  rataa  aad  aollataaata  {Fachtar  aad  Gxlaaaar,  1976). 

Thua,  Buch  of  tha  affort  la  thla  atudp  la  dlractad  at  davaloplnp  a rallabla 
astlaata  of  tha  affaet  of  laiaapleyaat  oa  aellataaat  bahavlot.  Moraovar. 
tlaca  tba  Any  la  axpaetad  to  bava  tha  aoat  aarloua  problaa  la  tuatalalng 
aa  aU-Toluataar  axaad  forea,  tha  affort  la  furthar  coacaatratad  on  aval* 
aatlag  altaraatlva  aallataaota  for  tha  Aray. 

Tha  taaaarch  eonalata  of  tha  aatlaatloa  of  tha  paraaatata  of  anllat- 
■aat  Bodala  oalag  guartarly  data  for  tha  taa^la  parlod  19SS-1972,  and  gaaara- 
tlea  of  projaetad  guartarly  anllatatnta  froa  tha  partaattra  for  1973-1974. 

Tha  guartarly  analytla  eonatltutaa  an  avaluatlon  of  tha  atabUlty  of  tha 
Qitaa  Conaltalon  aatlaatat  la  tm  wayat  (1)  by  aatlaatlng  tha  paraaatara  of 
tha  aallataant  avipply  ftaictlon  ovar  a longar  tlat  parlod  (tha  Cataa  CoaUa- 
alon  attlaataa  vara  ataaratad  froa  a data  baaa  that  andtd  In  1968) . and 
(2)  by  ualng  thaaa  paraaatara  to  gonarata  pradlcttd  anllacaanta  In  tha  pott- 
drafti  poat-Tlatnas  ara  to  eoapara  to  actual  anllataant  axparlcnca. 

■aaad  on  tha  quartarly  antlyala,  I find  nllltary  pay  alaatleltlot 
ranging  batvaan  0.8  and  1.6  produced  by  tba  nodala  Chat  foracaaC  anllaC- 
aaat  bahavlor  note  aeeurataly.  Tha  aodal  alaatlclty  ranged  between  1.1 
and  1.2,  aonewhac  lower  than  tha  Cataa  Coaalaalon  eetlaaca  of  1.2S.  1 
— alao  find  that  abeolute  pay  nodala  of  enllataent  behavior  produce  higher 
nllltary  pay  alaatlclclaa  aad  batter  anllacnanc  foreceata  than  relative 
pay  nodala.  Finally,  I find  that  nodala  which  aaauna  no  aaaaonal  faccora 
produce  batter  enllataent  forecaata  than  nodala  which  aaa<aa  Independent 
aaaaonal  Influencea. 
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11$  aaalyata  st  ttw  •(<•«£«  of  mployMst  eoirfltloiw  Mint  tha  qitac- 
Imtlf  data  baaa  ia  laaa  aueeaaaful.  Faw  of  tha  Modala  ax^clantad  with 
froduea  aa^loysaat  rata  paraaetata  that  hava  the  tbaoratlcaUp  aapaetad 
alga  a<rf  •<•  atatiatleallp  aignlf leant.  Moraovar,  tha  aatlaatad  alaatleltp 
of  anllatBenta  with  reapact  to  aaplopacot  rataa  In  tha  aota  aueeaaaful  aedala 
ganarallp  axeaad  (In  abaoluta  tatwa)  tha  alaatleltp  of  anllataanta  with 
(oapaet  to  allltarp  pajr;  toggaatlng  that  potential  aallataaa  waliM  tiM 
aattaltttp  of  thalr  eaplopaant  ptojpaeta  in  tha  allltar^  owar  tha  racac- 
teiatp  thajr  faca  In  elvlllaa  labor  aarkata  awan  If  tha  axpaetad  valua  of 
ailitary  and  civilian  pay  are  equal. 

1 alto  find  that  aehool  attendance  la  an  laportant  factor  affeetlng 
Mllataent  rataa.  Other  thlnga  equal,  aehool  enrollaea  have  lower  long- 
run  aallataenc  propenaltlea  than  non-aehool  enrollaea.  Baaed  on  tha 
paraaitar  of  our  aehool  anrollaent  variable , I conclude  that  enrollaea 
had  enllataant  ratca  that  are  approxlaately  two  to  nine  par  thouaand  lower 
than  tton-enrollaea.  1 alao  find  that  blacka  have  lower  enllataant  rataa 
than  non-blacka  and  I apeculata  that  nuch  of  thla  obaarved  racial  dlffar- 
tlal  raflccta  dlfferencea  la  dlaquallflcatloo  ratca  between  blacka  and  non- 
blacka. 

la  addition,  I find  that  pay  elaatleltlaa  are  aanaltiva  to  the  aethod 
of  aatlaatlng  eligible  anllateaa.  In  ganerar,  alaatleltlea  arc  higher  when 
tha  aatlaata  of  allglblea  aceounta  for  tha  likelihood  of  being  phyalcally 
dlaquallflad  froa  enliating.  I an  not  able  to  cone  to  any  definitive  con- 
elualon  about  the  relative  efficacy  of  eaah  va.  In-kind  pay,  principally 
hacanaa  of  an  Inauffleient  aaount  of  variation  in  In-klnd  pay.  I aa  able 
to  Identify  a atatlatleally  aignlf leant  poaltlva  caah  pay  paraaeter;  how- 
ever, the  In-klnd  pay  paraaeter  la  frequently  negative  and  cloae  to  being 
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•Utlitlcally  iltnlflcant.  Th*  lack  of  variability  la  tha  la-klnd  pay  vari- 
able preventa  oa  from  drawlnf  tha  Infaranca  that  eaah  pay  la  a oora  aff ac- 
tive recruiting  vehicle  than  In-klnd  pay.  lather,  I cooeluda  that  tha 
anrldance  doaa  not  Imply  that  eaah  pay  la  a laaa  afflclant  racrultlng  oach- 
anlaa  than  In-klnd  pay. 

tl.  USULTS  USING  THE  QUAlTDaT  TIME  SEIIES  MTA  BASE 

A quarterly  tlaa  tarlca  data  base  extending  froa  tha  flrat  quarter 
of  calendar  year  1958  (1:58)  through  the  aacond  quarter  of  1974  (2:74)  waa 
eonatructad  to  evaluate  the  parforaanca  of  alternative  coablnatlona  of 
■Ddal  aatuaptlona,  aatlaataa  of  varlablaa,  and  parloda  of  analyala.  Thla 
•action  of  tha  paper  dlaeuaaaa  aupply  paraaatara  for  Aroy  anllataea  In 
Mntal  Catagorlea  I-III  generated  by  quarterly  data  for  tha  period  2:58- 
4l72.  Tha  analyala  la  United  to  Amy  anllataea  In  theaa  nantal  catagorlaa 
bacauaa  they  vera  noit  likely  to  be  aupply  detenalned  (alnca  the  Amy  hod 
to  reaort  to  conacrlptlon  during  thla  period) . Tha  aatlaatlng  aquation 
la  a logit  function: 

^ • “o  Jj“l*lt  ''f 

•bare  e^  la  tha  enllataent  rata  In  quarter  t,  la  tha  value  of  Indepen- 
dent variable  X In  quarter  t and  la  the  error  tern  (aaaunad  to  have  the 
oaual  atochaatlc  propertlea). 

The  aupply  paranetera  are  then  used  to  generate  eetlaates  of  pre- 
dicted enllstaents  for  the  period  1:7^2:74,  six  quarters.  These  predicted 
•allataents  are  then  ccapaied  to  actual  enxlstnents  for  those  six  quarters 
In  order  to  assesa  the  forecasting  accuracy  of  enllataent  supply  aodels 
vhoee  paranetera  were  estloatad  fron  data  that  reflect  the  axlatence  of 
conscription  and  a war  In  Southeast  Aala. 
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Sm  kMte  Bodal  •«««■••  •oliatacnc*  an  ■ (asctlon  of  ■llltai?  pajr 
00,  elotllao  fay  (C),  tha  probability  of  baisg  draftod  <DF),  tho  prob** 
bUlty  of  aaployaant  for  thoia  vho  do  oot  mllat  (IHf),  aa  Isdax  of  tha 
aetual  conflict  is  Southaaat  Aaia  (CAS),  ladax  of  iatarsatiooal  tasalos 
(•ttm),  and  aaaaonal  varlablaa  (SIX,  Sill,  and  SIV).  Sila  la  tha  Mdol 
aaad  if  Pachtar  (1972) . Thaaa  variablaa  ara  catiaatad  ualsg  aaactly  tha 
aaaa  tacholquaa  aa  thoac  uaad  by  Pachtar  (1972).  Twalva  varianta  of  thla 
haale  nodal  ara  explored.  Thaaa  varianta  axaalna  tha  affaeta  of  altematlva 
naya  of  apeelfylnt  tha  pay  variablaa,  altamativa  aaataiptlona  about  tha 
apaad  of  adjuataent  to  ehangea  in  enllataant  dateminaata,  and  altamativa 
aaauBptlona  about  tha  aaaaonal  dataminanta  of  enliataanta. 

Altamatlvn  uaya  of  apacifying  tha  pay  variablaa  ara  attaapta  to 
avaluata  tha  aatiaptlon  of  aynetry  in  anliatnant  raaponaa  to  given  ehangea 
in  M and  C.  gacall  that  earlier  the  validity  of  thla  aaauaption,  inplieit 
In  Boat  enliatnent  nodela,  «aa  queationad.  To  teat  the  ayaaatry  aaauap- 
tion,  alternative  equatiooa  are  eatlaated;  one  aat  of  aquatlona  ralatca 
anliatnant  ratea  to  ehangea  in  relative  nilitary  pay  (M/C);  another  aat 
of  aquatlona  relataa  enliataanta  to  real  valuta  of  ft  and  C.  'Tha  fomar 
aquatlona  are  called  tha  "relative  pay  nodela."  Tha  relative  pay  nodela 
are  baaed  on  the  aaauaption  of  aymaetry  of  enliatnent  raaponaa  to  pay 
ehangea;  the  abaolute  pay  nodela  are  not  eonatralned  to  thla  aaauaption.^ 

Alternative  aaaunptlona  about  tha  apaad  of  aupply  adjuataent  Includa: 
(1)  adjuataent  to  ehangea  in  enliatnent  dataminanta  occura  within  ona 
period,  and  (2)  adjuataent  to  theae  ehangea  takea  aore  than  one  period. 

Moat  enliatnent  nodela  have  aaauacd  adjuataent  occura  within  one  period. 

TO  teat  the  alternative  aaaiaptlona  about  the  apecd  of  adjuataent,  two 
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MCa  of  oquaclon*  or*  toclaotod:  on*  oot  of  oquotloao  Inclndos  da 
oallocaont  rat*  lagsed  ono  quartar  aa  aa  Indapandent  anllataaat  datar- 
■Inant:  tha  othar  aat  doaa  not  Ineluda  thla  varlabla.  Tba  fonar  aquatlona 
ara  eallad  tha  "dynaale  aodela,"  tha  lattar  aquatlona  ara  callad  tha  “atatic 
■odala."^ 

Altaraatlva  aaauaptlona  about  aaaaonal  datanlnanta  of  aallatnanta 
laeludat  (1)  thara  la  a atabla  aaaaonal  pattarn  In  anllataant  babaalor 
that  cannot  ba  axplalnad  by  any  of  tha  othar  varlablaa  Includad  in  tha 
anllataant  function,  (2)  tha  aaaaonal  pattarn  In  anllataant  al^ly  raflacta 
tha  aaaaonal  pattarn  of  tba  aariablaa  of  tba  anllataant  function,  and  (3) 
tha  aaaaonal  pattern  In  anllataanta  raflacta  aaaaonal  pattaraa  la  achool 
anrolla>4ta  and  a particular  aaaaonal  factor  aaaoclatad  with  tha  Chrlataaa 
aad  law  Taar  holldaya  In  lata  Dacaabar.^  Moat  of  tha  aarllar  tlaa  aarlaa 
■odala  adopt  tha  flrat  aaauaptlon.  Klota  (1970)  azparlaantad  with  tha 
aacond  aaauaptlon.  Tha  third  aaauaptlon  la  nawly  Introduced  In  thla  atudy. 
To  taat  thaaa  aaaaonallty  aaauaptlona,  altamatlva  aata  of  aquatlona  ara 
aatlaatadi  ona  aat  of  aquatlona  Includaa  tha  atandard  quarterly  dnay 
warlablaa;  a aacond  aat  of  aquatlona  totally  axcludaa  aaaaonal  varlablaa; 
a third  aat  of  aquatlona  Includaa  a aaaaonal  dteaay  for  tha  flrat  qaartar 
and  a achool  enrollMot  rata  that  la  aaauawd  equal  to  aaro  In  tha  third 
quarter  and  equal  to  tha  October  anrollanot  rata  In  tha  three  aubaaquent 
quartern.  Tha  flrat  aquatlona  are  railed  the  "aaaaonal  aodela;*  the 
aacond  aquatlona  ara  callad  tha  ”oo-aaaaonal  aodela;"  tha  third  aquatlona 
ara  callad  tha  "altematlva-aeaaonal  aodela." 

Tha  12  aatlnatlng  aquatlona  ara  auaaarlaad  below  and  claaalflad  by 
aquation  nuabara: 
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US  Static,  rcbttv*  pay,  aaaamal 

Static,  relative  pay,  nc-aeaaenal 
SgnMBic,  talative  pay,  aeaaoiial 
SyeaBie,  relative  pay,  ne-eaaaocal 
Static,  abeoluta  pay,  aaeaonal 
Static,  abaolute  pay,  no-aeaaooal 
Byaaade,  abaolute  pay,  aaaaoaal 
Byeeaie,  abaolute  pay,  oo-eaaaosal 
Static,  relative  pay,  altamatlve  eeaaoaal 
Bynaaie,  relative  pay,  altanatlve  aeaeocal 
Static,  abaolute  ftif,  altanatlve  aeaaonal 
Byeaaic,  abaolute  pay,  altanative  aaaaoaal 
Is  aSditloo  to  the  baaie  sodel,  hereafter  referred  to  aa  Modal  I, 
aevaral  other  aodala  were  eceted.  Piaher,  Klota,  and  Kls,  at  al.,  uae 
valuea  of  EHP  that  ara  lag(ad  one  quarter  in  thalr  eatlaaclng  equationa 
is  order  to  sinlalte  the  adverae  ef facta  of  aisultaneoua  equatlona  biaa,^ 
Model  XI  repllcatoa  thla  experisent  on  the  Pachter  sodel.  In  addition. 
Model  11  la(a  DP  and  CAS  one  quarter. 

Model  III  ia  an  experlsant  on  on  altarnatlve  expactationa  hypotheaia. 
It  can  be  argued  that  enllataent  dcclaiona  ore  aade  on  the  boala  of  expec- 
tationa  extending  over  the  period  of  the  enlletoent  contract.  In  the  Any, 
thla  la  uaually  a three-year  period.  It  can  alao  be  argued  that,  for  varl- 
ablea  that  dlaplay  highly  volatile  behavior  touch  aa  DP  at>d  BMP) , current 
valuea  or  valuea  that  are  lagged  one  quarter  are  poor  approxinationa  of 
theae  expactationa.  Model  III  uaea  on  adaptive  expectatlona  hypotheaia 
to  eatlaate  DP  and  BMP.  Ihia  hypotheaia  aaeuMo  that  future  expactationa 
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ax«  adjuctad  according  to  paac  arror  la  aapactatlona.  dvaa  thaaa  aaiuap- 
tloaa,  IMF  and  DP  can  ba  axprcaaed  aa  walghtad  avaragta  of  thalr  lagged 
valtiaa,  whara  tha  walghta  dacllna  aa  tha  lag  lacraaaaa.^ 

Modal  IV  la  tha  aaaa  aa  Modal  III,  only  tha  achool  aatollatnc  rata 
of  aalaa,  17-20  la  addad  aa  an  Indapandant  varlabla.  Otbar  thlaga  equal, 
potential  anllataaa  vho  are  anrollod  la  achool  nay  have  loaar  aallataant 
pcopenaltlea  than  potantlal  anllataaa  aho  are  not  bacauaa  of  Oalr  auparlor 
long-run  aaploynnnt  opportunltlaa  In  civilian  labor  narfcata.  If  thin  is  ao, 
than  thara  ahould  ba  aa  'li^raa  ralatlonahlp  batuean  aallatnant  rataa  and 
achool  aarollnnnt  rataa.  tioraovar,  bacauaa  of  tha  highly  aaaaonal  nature 
of  achool  anrollaanta  one  can  alao  axpact  to  find  aona  lateractloa  hotwaan 
tha  aaaaonal  factora  and  tha  achool  aarollaent  rata. 

Itodal  T adda  tha  proportion  of  tha  eligible  population  that  la  block 
to  Modal  III  aa  an  Indapandant  variable  to  teat  for  tha  anlitaaca  of 
racial  dlfferentlala  in  anllatnent  behavior.  Thla  particular  fomulatlon 
aaaiaaa  that  the  affects  of  raca  are  fully  captured  by  tha  latarcapt  of 
tha  aatlnatlng  aquation  and  that  thara  era  no  Intaractlon  affacta  batwaan 
race  and  tha  other  Independent  varleblaa  In  the  aquation. 

Modal  VI  BOdlflea  Model  V by  odjuatlng  tha  civilian  aala  population 
for  thoaa  who  do  not  qualify  for  tha  allltary  for  phyalcal  and/or  adaln- 
latratlve  raaaona.^  Recall  that  the  flndliTga  of  earlier  atndloa  vara 
aanaltlve  to  how  the  eligible  population  vea  apeclfled.  Crooa  aactlon 
atudlea  ualng  eligible  populatlona  tended  to  produce  lower  pay  elaatlcl- 
tlea;  tha  tlaa  eerlaa  atudy  of  Kia,  at  al.  (1971),  ualng  a U population 
with  a larger  oga  range  produced  higher  pay  alaatlcltlea.  the  dlaquallf Ica- 
tlon  ratea  uaad  In  thla  analyala  warn  thoaa  fron  pre-induction  axonlnatlona. 
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BsU  far  thMa  .raM*  ara  arailabla  oa  a eontisaoua  baala  acarting  la  ltC5. 

1 tharatara  liattad  sf  aaalyala  of  thta  aadal  to  tba  parlsd  l:SS-4i72. 

4 aaemd  araa  of  aoneoapartblllcy  bacwaoa  rha  analjrala  of  Modal  VI  nd 
tbat  of  tba  aarllar  Modala  la  In  tha  aathod  uaad  to  astlaata  IMF,  SHP  la 
oattaatod  in  Modal  VI  aa  tba  eorrant  aaployaant  rata  of  aolaa,  ago  20-24. 

I odjaat  for  tba  dlffaraaeaa  in  pariodt  of  anolvala  if  aatlaatlsg  two 
avnatlonai  one  wltbout  adjuataanta  tor  dlaqualifleatlon  nd  OM  vltb 
odjoataant  for  dlaqualification.  A eiuda  oatlaata  of  tba  affaet  of  dlf- 
faraacaa  in  parloda  of  aaalyala  can  bo  dorlvad  by  eongarint  tha  raaulta 
of  tha  first  aquation  to  tha  raaulta  ganaratad  by  Modal  I.^  Batlaataa 
of  tha  offacta  of  adjusting  tha  population  for  thosa  oho  ora  dlaquallflad 
eoa  ba  darload  by  eoaparlng  tha  raaulta  of  tha  first  aquation  to  tba  raaulta 
aC  tha  saeood  aquation.  Ccnparlaona  of  tha  raaulta  of  tha  aacond  aquation 
«lth  tha  raaulta  of  tha  othar  andcla  will  bo  eruda  aatlnatas  of  tba  affect 
of  adjusting  population  for  disqualification  rates  bacausa  they  are  not 
standardlzad  for  dlffareneea  In  aatlnatas  of  EIV. 

Modal  VII  tests  tha  asauBptlon  that  tha  affaet  of  a dollar  of  cash 
Inf  me  la  equal  to  tha  affaet  of  a dollar  of  Ineona  received  In-klnd. 
lha  variable  M is  daconposed  Into  two  conponenta:  cash  loeona  (Ml)  and 
laccna-ln-klnd  (H2).  Sstinatlng  aquations  ara  fit  to  the  abaoluta  pay 
■odals:  ana  sat  In  which  enllstnent  rates  afb  related  to  Ml  only,  and 
ona  aat  in  which  anllstnants  ara  related  to  Ml  and  M2.  A problen  In 
Interpreting  the  results  of  Modal  VII  arises  beeauae  M2  la  aatlnatad  on 
tha  basis  of  tha  allowancaa  provided  for  aubalatcnce  and  housing.  Ideally, 
ona  would  Ilka  to  have  had  on  oatlaata  of  M2  based  on  the  actual  narkat 
value  of  these  eoaauditlas.  The  raaulta  auanarlted  below  for  this  nodal 
ara  thosa  generated  by  tha  eatlaatlng  aquation  that  Includes  both  Ml  and  M2. 
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Tk«  r**ult«  of  M eoablfutlono  of  aodolo  and  «odol  *ariOBto  on  oim  ■ 
■•rlitd  bolov,  Fartleular  flndlnga  rtporcad  Includa;  (1)  aatITaa  or 
■llltary  pay  alattlcitlaa,  (2)  aatlaataa  of  aaployaaot  rata  alaatlcltlaa, 
(3)  aatlmatas  of  foracaatlng  parfcTBanca  baaad  on  1973-1974  erparlanca, 
and  (4)  a ranking  of  tba  ’%aat"  aodala  (baaad  on  thalr  foracaatlng  par- 
(oiaance) . 

ISL  Ilaatlelltaa 

Tabla  1 nunarlraa  aatlaataa  of  allltary  pay  alaatlcltlaa  gaaaratad 
by  thaaa  atudlaa.*  Military  pay  alaatlcltlaa  ara  aatlaatad  fm  ngraa- 
aloo  coafflclanta  that  ara  atatlatlcally  algnlflcant  In  35  of  tba  M caaaa 
aaaaMTltad.  Tha  alaatlcltlaa  ranga  In  valua  frem  0.64  to  1.  7t.  Tbay  ai« 
hlgbar  In  tha  abaoluta  pay  aodala  than  In  tha  ralatlva  pay  nodala.  Mara- 
ovar,  although  not  auaaurliad  hara,  tba  alaatlcltlaa  of  tha  civilian  pay 
varlablaa  In  thaaa  nodala  ara  conalatantly  hlghar  (In  abaoluta  lalaa)  than 
tha  alaatlcltlaa  of  tha  nllltary  pay  varlablaa  by  nagnltudaa  ranging  upward 
trcm  ona-thlrd. 

Tha  affact  of  adding  achool  anrollaMnt  to  tha  aatlnatlng  agaatlon  nay 
ba  darlvad  by  eoaparlng  tha  alaatlcltlaa  ganaratad  by  Modal  IT  ts  thaaa 
ganaratad  by  Modal  III.  Inapactlon  of  Tabla  1 ravaala  that  addition  of 
tba  achool  anrollnant  rata  did  not  draaatlcally  altar  tha  nllltary  pay 
alaatlcltlaa. 

Tba  affact  of  adding  raca  to  tha  aatlnatlng  aquation  can  bo  darlvad 
by  coaparlng  tha  alaatlcltlaa  ganaratad  by  Model  V to  thoaa  ganaratad  by 
Nodal  III.  Inclualon  of  tha  raca  variable  ralaaa  tha  nllltary  pay  alaa- 
tlcltlna  by  about  0.3.  The  coafflclont  of  tha  race  varlabla  la  algplfl- 


eontly  nagatlva  In  all  aquatlona.  Thin  negative  coafflclont  auQtata  that, 
other  thlnga  equal,  the  propcnalty  to  enllat  froa  tha  black  population  la 


lovar  than  tha  propanilty  to  mllst  of  tho  whit*  popuUcloa.  !•  part,  thla 
probably  raflacta  tha  dlffarcntlal  In  dlaquallflcacloa  rataa  batuaan  blacka 
and  abltaa. 

Tha  Joint  affact  of  adding  raca  to  tha  aatlaatlng  aquation  and  of 
adjuatlng  tha  aatlaatad  anllatnant  rata  to  raflact  only  quallflad  potantlal 
aallataaa  nay  ba  darlvnd  by  conparlng  tha  pay  elaatlcltlca  ganaratad  by 
Modal  71  to  tha  pay  alaatlcltlaa  ganaratad  by  Modal  III.  Tba  partial 
affact  of  adjuatlng  the  anllacaant  rata  for  Inallglblea  nay  ba  darlvnd  by 
conparlng  tha  pay  alaatlcltlaa  ganaratad  by  Modal  71  to  tha  pay  alaatlcltlaa 
ganaratad  by  Modal  V.  Hownvar,  aa  I notad  aarllar,  thara  la  an  alanant  of 
•aneonparablllty  batwaan  Modal  71  and  Modala  III  and  T,  raapaetlvaly,  la 
Mnpla  parloda.  Mract  coaparlaon  batvaan  Modal  TL  and  Modal  T auggaats 
that  adjuatlng  tha  nnllataant  rata  ralnaa  tha  alaatlclty  aubataatlally . 
Coaparlaon  of  alaatlcltlaa  ganaratad  by  Modala  7 and  71,  holding  tha  period 
of  aaalyala  conatant,  ravaala  that  dlffarancaa  In  aanpla  period  do  not 
affact  tha  alaatlcltlea  ganaratad  by  Modal  7.  Thua  tha  Joint  affacta  of 
raca  and  eligibility  add  about  0. 4-0.8  to  tha  aatlaatad  pay  alaatlclty. 
Horaovar,  further  analyaln  ravaala  tha  adjuatlng  for  eligibility  raducas 
tha  affacta  of  raca  aubatantlally.  Tha  raca  eoafflclant  la  aovar  atatla- 
tlcally  algnlflcant  — and  It  la  poaltlva  In  aavan  of  tha  U aquatlona. 

A poaltlva  coefficient  auggaata  that,  other  things  equal,  sllglbla  blacka 
have  a higher  propanalty  to  anllat  than  eligible  wbltaa. 

Tha  affact  of  dacoaposlng  nllltary  pay  Into  cash  and  In-klnd  conponants 
hay  be  crudely  derived  by  conparlng  tha  pay  alaatlcltlaa  ganaratad  by  Modal 
7II  to  thoaa  ganaratad  by  Modal  III.  Dacoaposlng  nllltary  pay  Into  Its 
eoaponents  raises  tha  alaatlclty  of  tbs  cash  conponant  by  0.4-0. 7.  Tha 
coefficient  of  M2  la  nevar  statistically  significant,  but  consistently  has 
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• M^Clva  al^.  Osa  ia  taaptad  to  laap  fro«  eha  avidasea  to  tha  eooebs- 

aiM  that  eaab  pap  la  aota  affactlva  aa  a raetulting  aachantM  than  is-klsl 

p^r.  Howavat,  a niiahar  of  faetora  pravant  ua  ttom  aafclst  that  laap.  ntat, 

a 

tJtMa  «aa  a Ualtad  aaooat  of  aarlatloQ  ia  K2  ovac  thla  parlod.  thoa, 
(alliita  to  Idantifp  a atatiaticallp  aljnificant  affaet  eaa  ha  attrlhotahla 
to  la^  of  aofficlaat  variation  la  K2.  Sacond,  tha  aaaaura  of  M2  aaad  1a 
tfcla  aaalpala  vaa  tha  valua  of  allowancaa  far  aobalatanea  and  qaartara  ploa 
^ tax  advaataga  on  thaaa  allovancaa  daflatad  bp  tha  Cooauaar  frlea  Indax 
{to  atpraat  K2  la  real  taraa).  Thasa  allovaacaa  are  not  adequate  aaaauraa 
of  the  aarfcat  value  of  aubalatanea  and  quartara.  It  la  entlralp  poaalhla 
tint  a Bora  anroprlate  procedure  would  ba  to  Inf  lata  tha  nooinal  value  of 
IB  to  reflect  rlalng  prleaa.  (Thla  would  ba  appropriate  If  tha  aUawaneoe 
xooa  oore  alowlp  than  tha  ralavant  eooponanta  of  tha  CFt.)  ter  theta  ran- 
aooa,  the  raaulta  of  thla  analpala  ouat  be  taken  with  a grain  of  aalt. 
Bropplng  k2  trem  Model  7II  lowara  tha  aatiaated  pap  alaatlcltlaa  of  Ml  to 
about  tha  level  of  thoae  reported  for  total  pap  In  Model  III. 
fcelovnent  late  Elaatleltlee 

TAla  2 auaearlxea  the  eaclaatea  of  the  eaplopnent  rate  eltatlcltlca 
ganaratad  bp  tha  6i  equatlona.  Marglnallp  tlgnlf leant  eoafflcleoca  are 
ganaretcd  bp  onlp  tcven  equatlona. Thlrtp-alx  of  the  equatlona  produced 
eoefftelenta  of  emf  that  had  the  "wrong"  algn  (l.e.,  poaltlva  eoefflel«its) . 
the  range  of  eaployaent  rate  elaatleltlee  aatiaated  froa  thoae  coefflclenta 
that  had  tha  "right"  algn  waa  -0.1  to  -2.8.  Tha  range  aatiaated  froa  those 
coefficients  that  were  found  to  ba  aarglnallp  algniflcant  was  -1.4  to  -2.6. 
Modela  which  account  for  alaultaneltp  bp  lagging  EMF  one  quarter  (Model  III) 
and  .which  fomulate  a long-run  expectation  of  Off  using  the  adaptive  expec- 
thtlons  hppothesls  (Modal  III)  perfora  better  than  the  alternative  aodala. 
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«vM  thMS  aodala  do  not  produeo  caUi^lo  roMilta.  ^a  baat  ca- 
aidta  ata  i^araead  hy  Modal  m,  which  producaa  thcaa  Mrttoalljp  al«iilfl- 
caet  Mafflelaata  oot  of  cha  alfht  aquaciona  rapocted. 

Qoa  eaa  oidp  apaeulata  about  tha  taaaooa  for  the  poor  paefotaaaea  mb- 
■aclaad  la  table  2,  but  an  laportant  poaalbllltp  would  ba  alwltaoaoua 
aqoatloaa  blaa  la  tbla  eoafflelant  aatlaatad  ualag  oailaarjp  ^aat-a^ataa 
taehalquaa.  Aaalpala  of  tha  latra-paar  warlatlon  la  Off  cavoala  a aaaaoaal 
hl|^  la  tha  tblid  quartar,  whaa  anllataanta  alao  tand  to  bo  high.  It  alao 
xawaala  that  EMF  coaa  dcaaatlcallp  la  1965-l$6i  and  toaalned  at  hlghar  lawola 
tkaraaftar.  Ihla  later-year  Ineraaaa  la  EMF  eolaeldaa  with  higher  aallataaat 
lavala  that  acea^aalad  our  InvolvMant  la  Southaaat  data,  thla  awldeaea 
auggaata  that  cha  eaoaallty  aay  have  run  froai  eallataaata  to  B(P  (t.a.,  that 
Off  waa  an  aadoganoua  warlabla)  during  thla  period.  Sea  of  laga  aad  adap- 
tlva  aapaceatlona  aaaaa  to  reduce  the  problaa  of  alaultanelty  arlalng  tram 
latra-yaar  warlatloa  la  EMP;  bowarar,  tha  problaa  arlalng  froa  later-yaer 
warlatloo  raaalna. 

Wcklna  tha  "Beat"  Model 

(alaetlng  cha  "beat"  raaulta  for  policy  purpoaca  la  a difficult  taak  — 
largely  bacauaa  It  la  an  arbitrary  declalon.  There  are  aany  factore  one  can 
eodalder  la  aafclng  tha  aalactlon:  tha  coafomity  of  tha  raaulta  to  thaerat- 
teal  anpactatlona,  tha  goodnaaa  of  fit  of  tha  eatlaatlng  aquation;  tha 
forecaatlag  accuracy  of  tha  eatlaatlng  aquation,  ate.  Tha  factor  ecaeldared 
in  thla  atudy  waa  the  foreeaatlng  accuracy  of  tha  eatlaatlon  equation, 
labia  3 euaaarlaaa  tha  foreeaatlng  accuracy  of  cha  t6  equatlona  for  the  elx 
qnartera  beginning  with  1|73  aad  ending  with  2)74.  IWo  aaaaurea  of  accuracy 
ara.dlaplayad  — the  root  aean  aquara  error  and  tha  naan  error.  The  latter 
aeaaura  la  algned,  thua  anabllng  one  to  datamlne  whether  cha  average 
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(staeaat  s»«mtlaatM  (m  n*tativc  buii)  oc  undarutlMCu  (a  ^alttva  Mm) 
tta  avaraga  actual  aapaclmea, 

&a  flndlBga  tram  thla  tabla  aajr  ba  aumaclud  aa  (oUwa.  tha  aodala 
Mod  to  avazpradtcC  anllataaat  axpariaaea,  SouavaCt  aai^  of  tha  aodala  ata 
faltljr  aeeuiata.  nfonty-thtaa  aquationa  have  mm  attora  of  tua  thm  10 
pacemt  aad  22  aquatlona  haaa  toot  aam  aquara  attora  of  laaa  thm  20  pat- 
amt.  (Iha  avaraga  quirtarly  anllatamta  foe  thla  period  wata  31,000.) 
■owawt,  thaaa  aamutaa  of  parfotmnea  ata  blaaad  bp  iulualm  of  2i73,  a 
qMtCat  In  which  tha  Atap  artltrarllp  ralaad  rallatamt  ataoda^,  pro- 
daelng  m unuauallp  low  laael  of  aallstarata.  If  thla  quactat  wore  aaeludad 
froB  tha  aamutea,  tha  raaulta  would  ba  avm  battar. 

Madal  XII  ganarallp  ptoducaa  tba  aoat  aeeutata  fotacaata.  ttaoluta 
pap  mdala  tand  to  produce  ura  accurate  fotacaata  thm  talatlva  pap  aodala. 
And,  in  aodala  that  uaa  the  adaptive  expeetatlona  bppoti>aala  to  eatimta 
BV  and  OP  (l.e.,  Kodala  III-V),  the  oo-aaaaonal  aodala  tend  to  produce 
aota  accurate  foreemta. 

table  ^ aumatliaa  tha  allltarp  pap  alastleltp  and  the  eaplopMot 
rata  almtlcltp  of  the  aquatlona  that  produced  the  aoat  accurate  fotacaata 
(la  taiM  of  their  toot  aam  equate  error  of  fotecaat),  nine  aquatlona 
ptoducad  toot  Mm  aquara  attora  of  laaa  thm  5,000.  Onlp  one  of  thaae  ' 
aquatlona  produced  a pap  alaatlcltp  of  laaa than  1.0.  Four  produced  pap 
elaatlcltlea  that  rmged  between  1.1  and  1.2,  which  la  tha  aodal  rmge  of 
the  pap  elaatlcltlea.  Only  five  of  the  nine  equatlona  produced  eaploynent 
rata  elaatlcltlea  that  had  tha  "right"  algn.  Four  of  thaae  five  elaatlcltlea 
Mte  gmerated  frm  coafflclenta  of  IMP  that  were  Mrgtnallp  algnlfleanc. 
Thaae  elaatlcltlea  rmge  froa  -.9  to  -2.S.  Four  of  the  five  alaacleltlea 
are  greater  in  abaolute  value  than  l.d. 
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laatantanaout  adjuttaant  aaauixd  alnca  ragraaaion  coaffieiaat  of 
lagged  andogenoua  variable  had  'Vroag"  aign. 

^t-etatlatlc  > -l.l. 

Hagreaaion  coefficient  of  eaployaent  rate  had  'Srrong'*  aign. 
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it  7*cht«r  (1972,  Appaodix  C)  dlaciuua  thla  isnta  Is  •sa*  dctalA. 

S>  Sm  rachcar  (1972),  pp.  6-7,  n.,  for  a datailad  dlseuaaloit  of  ttesa 

■odola. 

9,  Araad  foreaa  Eneraaea  and  EMaiaation  Scaeloaa  usually  oparata  at 
baloir-avaraga  lavala  la  tha  last  half  of  Daee^ar.  Thla  la  usually 
offsae  hy  abova-avaraga  lavala  of  oparaeloa  In  aarly  January,  nils 
fibres  a dlatloct  aaasooal  pattam  to  aallataanta  la  tha  fourth  and 
first  guartara. 

4.  riahar  (1969),  p.  248.  Thay  also  lag  thalr  astlaata  of  rolstlva  pay 
osa  guartar. 

9,  Tha  astlaatlng  aguatloa  for  theaa  varlablaa  las 

**  - ? «1  - ./  * B(1  - 9)**^  , 

* fr>l  iPl 

ahars  X*  la  tha  actual  valua  of  X la  period  t,  X^_^  la  tha  actual 

vslua  of  X la  quarter  t-1,  aad  0 la  tha  eoafflclent  of  axpactatlons, 
assuaed  to  ha  0.5  and  a 6.  for  a datallad  dlscusaloo  of  tbesa 
espoctatlons  aodala,  sea  Karlova  (1958),  pp.  227-240. 

6.  Tha  lattar  Includa  Individuals  uho  do  not  qualify  for  aallataent 
hacausa  of  past  hlstorlaa  which  Includa  prison  racorda  or  drug 

nsage. 

7*  Tt  la  crude  because  this  coaparlsoo  doaa  not  control  for  the  affects 
of  differences  In  acthods  of  astlaatlng  EMP.  Adjuataent  for  thla 
offset  was  not  posslbla  bafora  the  preparation  of  this  paper. 

I,  Tha  alastlelty  of  an  Independent  varlabla  In  a logit  astlaatlng 
aquation  Is;  b^'(l-a)*X,  where  b^  la  the  catlaated  ragresalon 

coefficient  of  X,  1-a  Is  tha  coapleae.'t  -«f  the  anllataent  rate, 
aad  X la  the  value  of  the  Independent  variable.  In  this  paper, 
slastlcltles  are  eetiasted  at  1972  values  of  e and  X.  e is  equal 
to  0.005161  In  Models  I-V  and  Model  VII;  e Is  equal  to  0.009129  In 
Model  VI.  In  the  relative  pay  nodels,  X Is  equal  to  1.01;  In  tha 
absolute  pay  isodels,  X Is  equal  to  $>333. 

9,  The  eoafflclent  of  variation  was  .037*  tha  aeon  was  $2182. 


10.  Nsrglnil  significance  la  defined  as  a t-value  greater  (In  absolute 
teraa)  than  1.3.  None  of  the  coefficients  had  t-values  greater 
than  2.0.  Elasticities  ara  conputed  at  1972  value  of  B4P,  .8314, 


11. 


A description  of  this  technique  con  be  found  la  Crlssner,  at  al. 
0974). 
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EDITORIAL  NOTE: 

Th«  GE  TEMPO  report  coo*l«t«  of  aoro  thon 
000  hundrod  pagci  of  tabular Isod  data,  lo  tha  lotaraat 
of  bravlty,  tha  narrativa  and  tha  Tabla  of  Contanta  hara 
baan  axtractad  from  tha  raport  for  publication  hara. 
Raadara  daalrlng  furthar  Inforaatlon  on  tha  atudy,  parti* 
cuXarly  data  output*  aay  contact  CB  TEMPO. 
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FOREWORD 

HjIs  report  presents  the  results  of  a three-month  study  initiated 
In  July  1975  by  TEMPO,  General  Electric's  Center  for  Advanced 
Studies,  for  the  Defense  Manpower  Commission,  Hie  primary  objec- 
tive of  this  study  has  been  to  analyze  turnover  of  enlisted  mllltai’y 
personnel  during  the  1971-1974  period.  The  results  of  this  study  per- 
mit the  Commission  to  examine  attrition  and  promotion  performance  of 
various  population  sub-groups  and  draw  conclxsions  about  future  Service 
composition  and  quality. 

Many  interesting  problem  areas  were  identified,  but  not  analyzed, 
as  a result  of  the  very  short  time  frame  for  performance.  However, 
all  of  the  basic  data  derived  from  personnel  files  obtained  from  the 
Manpower  Research  and  Data  Analysis  Center  (MARDAC)  is  provided 
in  the  appendices.  These  appendices  contain  a wealth  of  information 
wh‘-h  a manpower  analyst  may  use  to  examine  some  of  the  more  subtle 
relationships  which  underlie  the  data. 

TEMPO  gratefully  acknowledges  the  valuable  guidance  and 
encouragement  proved  by  Mr.  James  Abellera  of  the  Defense  Manpower 
Commission  Staff.  It  was  mainly  through  Mr.  Abelle.-a'a  efforts  that 
we  were  able  to  obtain  release  of  the  data  used  in  the  study.  Several 
of  the  analytic  approaches  used  in  the  study  were  conceived  by 
Mr,  Abellera  and  proved  to  be  invaluable  in  overcoming  data  limitations. 

Staff  members  of  the  Manpower  Research  and  Data  Analysis 
Center  (MARDAC)  aided  greatly  in  processing  the  several  data  files. 

Mr.  Les  Willis  was  especially  helpful  in  providing  technical  assis- 
tance while  Messrs.  Ken  Scheflen  and  Robert  Groover  provided 
invaluable  administrative  assistance. 
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SECTION  1 


INTRODUCTION 


Tlie  prltnary  purpose  of  this  report  is  to  present  the  results  of  a 
study  conducted  by  TEMPO,  General  Electric’s  Center  for  Advanced 
Studies,  to  examine  turnover  of  enlisted  military  personnel  for  the  Defense 
Manpower  Commission.  This  report  summarires  the  findings  and  high- 
lights the  important  relationships  which  evolve  from  this  study.  In  many 
cases  the  analyses  are  cursory;  however,  all  of  the  basic  data  used  in  this 
analysis  are  made  available  in  the  appendices. 

BACKGROUND 

The  Defense  Manpower  Commission  was  chartered  in  November  1973 
to  "conduct  a comprehensive  study  and  investigation  of  the  overall  manpower 
requirements  of  the  Department  of  Defense  on  both  a short-term  and  long- 
term basis  with  a view  to  determining  what  the  manpower  requirements 
are  currently  and  will  likely  be  over  the  next  ten  years,  and  how  manpower 
can  be  more  effectively  utilized  in  the  Department  of  Defense.  " The 
Commission  was  to  consider  a number  of  topics  including: 

• Utilization  of  civilian  and  active  duty  personnel 

s Pay  structure 

• Grade  distribution 

• Military  retirement  system 

• Recruiting 

• Socio-economic  composition 

s Cost-effectiveness 
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The  task  laid  out  for  the  Commission  is  formidable.  Recent 
major  policy  changes.  Including  adoption  of  the  All  Volunteer  Force 
(AVF)  and  termination  of  the  Vietnam  War,  and  many  other  underlying 
trends  render  any  interpretation  of  historical  data  difficult.  With  ser- 
vice commitments  for  the  last  group  of  conscripts  just  reaching 
expiration,  the  full  impact  of  the  AVF  is  only  beginning  to  emerge. 
Consequently,  questions  about  socio-economic  composition,  equity, 
and  quality  can  best  be  addressed  in  tefms  of  accessions  and  turnover. 
This  study  is  a timely  effort  designed  to  investigate  these  questions  by 
these  available  means. 

Numerous  previous  efforts  have  been  undertaken  to  document  the 
composition  of  the  force  and  to  determine  demographic  and  quality  pre- 
dictors of  performance;  however,  the  assortment  of  reports  currently 
available  cover  - arious  periods  and  thus  make  cross-comparisons 
difficult.  Furthermore,  the  extremely  dynamic  situation  associated 
with  the  AVF  transition  mentioned  above  suggests  that  an  update  is 
necessary  to  identify  the  trends  which  are  developing  now  that  the  AVF  ^ 
concept  is  reaching  maturity. 

STUDY  OBJECTIVES  AND  SCOPE 

The  primary  objective  of  this  study  was  to  quantify  turnover  for 
various  population  subgroups  during  FY  1971-74.  In  accomplishing 
this  objective,  two  areas  were  considered — attrition  and  promotion.  A 
third  area — skill  progression — was  also  considered  initially,  but  was 
dropped  because  of  the  lack  of  readily  obtainable  data.  Retention  and 
promotion  rates  were  developed  in  order  to  identify  which  population 
subgroups  performed  the  best  in  terms  of  low  attrition  rates  and  high 
promotion  rates  and  which  performed  the  worst  in  terms  of  high 
attrition  rates,  especially  for  disciplinary  reasons,  and  low  promotion 
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The  scope  of  this  study  was  limited  to  analysis  of  three  automated 
enlisted  personnel  fi  *s  compiled  by  the  Manpower  Rescai  ch  and  Data 
Analysis  Center  (MAUDAC)  from  individual  service  personnel  files 
for  the  fiscal  years  1974-74.  Unfortunately,  data  for  fiscal  year  1975 
was  not  axmilablc  in  sufficient  time  for  inclusion  in  the  rei>ort.  The 
study  was  flirther  limited  by  tlie  time  and  resources  available  to  per- 
form the  analysis. 

STUDY  METHODOLOGY 

All  data  used  in  the  study  was  derived  from  the  automated  enlisted 
personnel  files  constructed  by  tiie  Manpower  Research  and  Data  Analysis 
Center  (MARDAC)  from  Service  automated  personnel  files.  The  main 
thrust  of  the  study  was  to  reduce  this  data  to  manageable  tables  which 
then  could  be  used  for  the  analysis.  Each  phase  of  the  study,  therefore, 
consisted  primarily  of  computer  processing  of  automated  files.  The 
three  phases  of  the  analysis  were: 

• Sample  Construction  and  Validation 

• Tabular  Analysis 

• AID  Attrition  Analysis 
Each  of  the  phases  is  described  below. 

Sample  Construction  and  Validation 

The  initial  dr.ta  processing  was  performed  to  draw  the  sample  and 
validate  its  composition.  The  sample  consisting  of  approximately  30 
percent  of  the  enlisted  military  population  was  constructed  from  enlisted 
personnel  data  provided  to  the  Manpower  Research  and  Data  Analysis 
Center  (MARDAC)  by  the  Military  Services,  The  files  used  to  construct 

the  sample  file  are; 

• Cohort  Pile  (FY  1971-74  non-prior  service  accessions 
matched  to  loss  data  for  that  period) 
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• Active  Duty  Master  File  (June  30,  1974) 

• Active  Duty  Loss  File  (FY  1974  separations) 

Various  error  and  composition  tables  were  tlicn  produced  for  validation 
of  the  samples  against  published  data. 

Tabular  Analysis 

Tabular  analysis  was  conducted  to  extend  the  basic  understanding 
of  the  data  and  to  identify  subgroups  whose  performance  was  significantly 
different  from  the  norm.  Each  element  of  the  numerous  tables  was  a 
percentage  wiiich  represented  the  impact  which  a subgroup  hsd  on  the 
particular  event  being  analyzed.  Each  element  was  then  compared  to  the 
composition  of  the  force  as  a whole,  in  order  to  evaluate  the  relative 
roles  played  by  each  of  the  subgroups.  The  tabular  analysis  was  con- 
ducted in  three  areas: 

• Force  Composition 

• Attrition 

• Promotion  Performance 
ATP  Attrition  Analysis 

The  statistical  technique  Icnown  as  the  Automatic  biteractlon  Detector 
(AID),  developed  by  the  Survey  Research  Center  of  the  Institute  of  Social 
Research  at  the  University  of  Michigan,  was  employed  to  Identify  the 
population  subgroups  which  were  most  lUcely  to  have  high  attrition  rates. 
The  AID  package  accepted  the  list  of  explanatory  (or  predictor)  variables; 
such  as,  sex,  race,  education  level,  mental  category,  etc.  and  ranxed 
these  variables,  one  at  a time,  in  order  of  their  importance  in  explaining 
loss  behavior.*  Significant  combinations  of  the  ranked  variables  were 
then  used  to  identify  population  subgroups  and  associated  loss  probabilities. 
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SECTION  2 


SAMPLE  CONSTRUCTION  AND  VALIDATICW 


This  section  contains  a brief  discussion  of  the  construction  and  vail* 
dation  of  the  various  samples.  The  validity  of  the  samples  with  respect  to 
composition  of  the  30  June  1974  inventory  and  the  FY  1971-74  accession 
groups  was  evaluated  against  published  data.  The  validity  of  the  AID 
samples  was  evaluated  similarly. 

SAMPLE  CONSTRUCTION 

A thirty  percent  sample  was  drawn  from  each  of  the  three  MAROAC 
flies  described  in  the  previous  section.  Three  values  of  the  last  digit  of 
the  social  security  number  were  used  to  draw  the  sample.  The  resulting 
three  sample  files  were  then  merged  to  yield  a sample  file  of  847, 656 
records.  The  data  elements  in  each  sample  record  were  then  subjected  to 
comprehensive  edits  to  determine  the  completeness  of  each  sample  record. 
Those  records  which  could  not  pass  the  edit,  as  described  in  Appendix  VIU, 
were  rejected.  Table  2-1  contains  a count  of  the  records  which  were 
rejected. 

Table  2-1 

Distribution  of  Rejects 


Army 

18,240 

Navy 

5;  174 

USMC 

5,590 

USAF 

6, 922 

Unknown 
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Ot  the  36,263  records  rejected,  10,832  were  i ejected  because  loss 
data  was  not  available.  More  specifically,  the  individuals  concernod  were 
accessed  but  did  not  appear  In  the  1974  inventory  and  no  loss  action  was 
indicated.  The  majority  of  these  records  were  Army  records.  Because 
of  the  disproportionate  distribution  of  unuscable  records  across  the 
services,  some  minor  biases  are  present  in  the  overall  (l)OD-widc) 
analyses.  However,  analyses  conducted  for  specific  services  were  not 
expected  to  suffer  significantly. 

An  additional  25,510  records  were  excluded  because  the  type  of 
separation  was  considered  independent  of  the  subgroup  designation  or  no 
longer  a factor.  The  specific  separations  excluded  were: 

• Battle  Casualty 

• Retirement 

• Sole  Surviving  Son 

• Marriage 

• Pregnancy 

• Parenthood 

The  records  considered  suitable  for  analysis  were  distributed  among  the 
services  as  shown  in  Table  2-2. 

Table  2-2 


Records  Used  in  the 

Analysis 

Army- 

326,  464 

Navy 

185,963 

USMC 

78,897 

USAF 

194,  559 

Total 

785,883 
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INVENTORY  COMPOSITION 

Hje  tables  in  Appendix  I reflect  the  composition  of  tlie  inventory 
•ample.  Overall  composition  of  tiie  sample  was  found  to  agree  closely 
with  published  data.  The  minor  deviations  observed  most  likely  l esiiltcd 
from  the  disproportionate  number  of  Army  records  rejected.  Service 
composition  compared  to  published  data  is  shown  in  Table  2-3. 

Table  2-3 

Percentage  Distribution  of  Military 
Manpower  Among  .Services  on  30  June  1974 


Published'* 

Sample 

Deviation  >* 

Army 

36,  5% 

36.  3% 

- .55% 

Navy 

25.  7% 

25,  6% 

- .39% 

USMC 

9,2% 

9,  4% 

*2, 17% 

USAP 

28.  G% 

28,  7% 

+ .35% 

Total 

100,0% 

100, 0% 

Department  of  Defense  Appropriations  for  1970,  Hearings 
before  a Subcommittee  of  the  Committee  on  Appropriations, 
House  of  Representatives 

♦ •Tile  deviation  represents  the  percentage  by  which  the  sample 
differed  from  the  published  data;  tha  deviation  is  computed  as 
follows; 

Deviation  = (Sounle  % - Ihihlishcd  %)/Publlshcd  % 

ACCESSION  CROUP  COMl’OSITION 

« 

The  tables  in  Appendix  II  reflect  the  composition  of  the  sample  for 
each  of  the  four  acees.sion  groups  I’Y  1971,  1972,  1973,  and  1974,  Over- 
all composition  was  found  to  agree  eloseiy  with  published  data.  The  minor 
deviations  observed,  again,  most  likely  resulted  from  the  dl.sproporlionate 
number  of  Army  records  rejected.  Service  compo.silion  eompared  to 
published  data  is  shown  in  Telilc  2-1. 


Tabic  2-4 


Percentage  DiHtribution  of 
Acccaalons  Among  Services  for 
Fiscal  Years  1971.  1972.  1973.  and  1974 


1071  - Published* 

- Sample 

- Deviation o 

1872  - Published* 

* Semple 

- Deviation*' 

1073  - Published* 

- Sample 

- Deviation')^ 

1074  - Published* 

■ Sample 

- Deviation*** 


Army 

Navy 

57.25; 

14.  6% 

57.4% 

15.2% 

* .4% 

4 4.1% 

44.4% 

21.2% 

44.2% 

22.4% 

- .5% 

♦ 5.7% 

46,  8% 

21.4% 

46.2% 

21.3% 

- 1.3% 

- . 

46. 0% 

23.2% 

45.8% 

22.7% 

- .4% 

- 2.2% 

USMC 

USAF 

10.4% 

17. 8% 

8.3% 

18.  1% 

-10.  6% 

+ 1.7% 

13.4% 

21.0% 

12.6% 

20.  8% 

- 6.0% 

• 1.0% 

11.3% 

20.  5% 

10. 8% 

21.6% 

- 3.5% 

4 5.4% 

12. 1% 

18.7% 

11.0% 

18. 6% 

- 1.7% 

4 4.8% 

‘Department  of  Defense  Appropriations  for  197B,  Hearings  before  a 
Subcommittee  of  the  Committee  on  Appropriations,  House  of 
Representatives, 

**The  deviation  represents  the  percentage  by  which  the  sample  differed 
from  the  published  data;  the  deviation  la  computed  aa  follows: 

Deviati.,,1  ■ (Sample  % - Ihibllshcd  %)/Ihjbllahcd  % 
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AID  SAMPLES 

In  order  to  satiafy  operational  constraints  of  the  AID  package, 
sample  sizes  for  each  run  were  fm  ther  reduced  to  approximately 
50,000  records  by  skipping  records  evenly  throughout  the  file,  'Die 
resulting  four  samples,  one  for  each  accession  group,  agreed  closely 
with  the  composition  of  the  thirty  percent  sample  and  the  published  data. 
Table  2-5  reflects  the  distribution  of  each  sample  by  Service. 


/ 


Table  2-5 

Percentage  Distribution  of  Accessions 
Among  Services  for  each  AID  Sample 


Sample 


Size 

Army 

Navy 

USMC 

USAF 

1071 

44, 838 

57. 4% 

15. 0% 

9.  4% 

18.2% 

1072 

48,761 

44.  9% 

21.7% 

13.  5% 

19.  8% 

1973 

51,  687 

46. 8% 

20.  8% 

11.2% 

21.2% 

1974 

44,210 

45.  7% 

22.  8% 

12,  2% 

19.  3% 
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SECTION  3 

COMPOSITION  ANALVSIS 

While  primary  emphasis  of  this  study  has  been  directed  toward 
retention  of  various  population  subgroups,  the  size  and  relative  impor- 
tance of  these  subgroups  must  also  be  considered.  It  is  possible  that 
the  performance  of  a particular  sjbgroup  may  be  very  good,  or  very 
poor,  but  the  subgroup  may  be  so  small  that  Its  impact  oa  the  entire  group 
Is  insignificant,  r'urthermore,  tae  composition  of  the  force  at  a given 
time  ultimately  determines  the  capability  of  the  force,  and  composition  it 
determined  by  a combination  of  accessions  and  attritions.  Consequently, 
cxamlnjttion  of  the  compsotion  of  the  current  active  force  and  of  the  com- 
position of  the  accessions  it  necessary  in  order  to  fully  understand  the 
the  Impact  of  retention. 

The  following  paragraphs  contain  a discussion  of  the  major  factors 
which  have  been  changing  In  the  accession  groups  over  the  PY  1071-1074 
period  and  which  arc  beginning  to  be  reflected  In  the  composition  of  the 
active  force.  Appendix  1 contains  percentage  composition  tables  for  the 
total  active  force  on  30  .’une  1974,  while  Appendix  It  contains  similar 
tables  for  each  of  the  FY  1871-1074  accession  groups. 

DEMOGRAPHIC  FACTORS 
Sex 

One  of  the  demographic  factors  which  has  shown  a consistent  trend 
Is  the  increase  In  female  participation.  As  Table  3-1  indicates,  percen- 
tage of  females  entering  the  force  has  Increased  every  year  for  a total 
of  five  percentage  points  over  the  period.  Provided  female  retention  Is 
no  worse  than  male  retention,  one  would  expect  the  percentage  of  females 
In  the  Invctory  to  Increase. 
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Table  3-1 

Percentage  Composition  of 
PY  1871 -19?4  Accession  Groups  and 
Total  Military  Force  Dy  Sex 


Male 

Female 

1971 

Accessions 

98, 4% 

1.6% 

1972 

Accessions 

97.  5% 

2,  5% 

1973 

Accessions 

96.  6% 

3,  4% 

19V4 

Accessions 

93.  6% 

6. 4% 

1974 

Inventory 

97. 1% 

2.9% 

Another  factor  which  has  been  discussed  recently  is  the  changing 
racial  composition.  Table  3-2  reflects  a decline  in  the  ratio  of  Caucasian 
to  black  accessions,  in  fact,  the  nercentage  of  Negro  accessions  has 
increased  over  50%  (13.  5%  to  20,  8%)  and  can  be  expected  to  increase  Negro 
participation  in  the  inventory. 

Table  3-2 

Percentage  Composition  of 
PY  1971-1974  Accession  Groups  and 
Total  Military  Force  By  Race 


Caucasian 

Negro 

Other 

1971 

Accessions 

85.4% 

13.  5% 

1.0% 

1972 

Accessions 

84.  3% 

14,  5% 

1.2% 

1073 

Accessions 

82,  0% 

16.  9% 

1.2% 

1974 

Accessions 

77.  7% 

20,  8% 

1.  5% 

1674 

Inventory 

81.  8% 

10,  8% 

2,4% 

— X 

% X,  . ■ X 
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Regional  composition  of  accessions  is  determined  by  differences  in 
total  population  and  in  regional  attitudes.  Likewise,  the  clianecs  in 
accession  group  composition  indicated  in  Table  3-3  are  a reflection  of  boMi 
population  shifts  and  altitudinal  changes.  Centrally,  one  can  expect  tliat 
the  shift-  from  northeast  and  north  lentral  to  south  and  west  will  partially 
reflect  the  population  shifts  which  have  occurred  during  the  1971-74  period. 

Table  3-3 

Percentage  Composition  of 
FY  1971-1074  Accession  Groups  and 
Total  Military  Force  By  Region  of  Accession 

North  Other/ 


Northeast 

Central 

South 

West  Unknown 

1971 

Accessions 

18. 1% 

30.  4% 

33. 4% 

17.5% 

.6% 

1972 

Accessions 

18.1% 

29.  8% 

33.0':. 

18.  8% 

.8% 

1973 

Accessions 

18. 0% 

2’.  6% 

15. 1% 

18.  8% 

.8% 

1974 

Accessions 

17. 0% 

25.  4% 

37. 0% 

19.5% 

1.0% 

1974 

Inventory 

(Total) 

10. 4% 

16.  3% 

21.5% 

11. 8% 

40.2% 

1974 

Inventory 

(Known)* 

17.4% 

27.  3% 

36. 0% 

19.7% 

♦Percentage  of  inventory  with  known  source  of  accession.  Since  source 
of  accession  Is  known  only  tor  FY  1071-1974  figures  for  this  line  repre- 
sent tlic  regional  composition  for  those  individuals  who  were  accessed 
during  FY  1971-1974  and  were  still  on  active  duty  on  30  June  1974. 
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APTITUDE  AND  ACHIEVEMENT  FACTOHS 
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Mental  Category 

Mental  category  Is  one  of  the  major  factors  used  to  evaluate  the 
quality  of  the  military  force.  Since  the  composition  of  accessions  is 
changiti"  as  indicated  in  Table  3-4,  one  can  expect  these  changes  will 
eventually  impact  tljo  composition  of  tite  tc.al  force.  Percentages  in 
category  I and  category  IV,  both  hlglj  school  and  non-high  school  graduates, 
declined  during  the  FY  1971-1974  period.  This  decline  was  transferred 
almost  entirely  to  an  increase  in  the  category  HI  percentage  with  category  II 
remaining  unchanged.  With  small  slilft  (little  more  than  two  percentage 
points)  from  category  I to  categor,  HI  and  the  larger  sliift  (almost  eleven 
percentage  points)  from  category  IV  to  Category  III,  an  improvement  in 
quality  has  apparently  taken  place. 

Table  3-4 

Percentage  Composition  of  FY  1971-1974  Accession  Groups 
and  Total  Military  Force  By  Mental  Category 


X 

11 

m 

IV  IIS 

P'  NHS 

V_ 

1971 

Accessions 

5, 0% 

30.4% 

43.  3% 

9.  9% 

10.  8% 

,2% 

1972 

Accessions 

4.  3% 

31,2% 

47. 8% 

6.3% 

10. 0% 

.1% 

1973 

Accessions 

3.  8% 

31. 0% 

51.6% 

5.  9% 

7.  4% 

.1% 

1974 

Accessions 

3. 9% 

31.2% 

55.  6% 

4.  6% 

5.2% 

” 

1974 

Inventory 

5.1% 

32.  5% 

44, 0% 

4.1% 

9. 8% 

4.„% 

IV  HS 
IV  NHS 

- Category  IV  high  school  graduate 
i - Category  IV  non-high  school  graduate 

■ 


% 
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Pliyslcal  status  upon  entry  is  an  im;>ortant  factor  In  the  combat 
skills  areas.  A review  of  the  tables  in  Appendix  n indic.ate  that  the  quality 
in  terms  of  pliysical  status  remained  constant  at  G0%  fully  qualified  and  40% 
suffering  from  only  one  deficiency. 

Education 

Achievement  as  measured  by  educational  attainment  has  shown  .a 
marked  dcclii.c.  Table  3-5  reflects  the  shift  from  college  trained  personnel 
to  only  those  who  have  altcnded  higii  school.  Those  who  attended  college 
declined  from  18%  to  5%  while  the  high  school  graduates  increased  from 
S6%  to  61%  and  the  non-high  school  graduates  increased  from  25%  to  34%. 

Table  3-5 

Percentage  Composition  of 
FY  1971-1974  Accession  Groups  and 
Total  Military  Force  By  Educational  Attainment 


Non-High 

School 

High 

School 

College 
(1-3  Years) 

College 

(Degree) 

1971 

Accessions 

25.  3% 

56.  4% 

13.0% 

5.3% 

' ^ 

1972 

Accessions 

23.  5% 

68. 1% 

7.8% 

2.6% 

1973 

Accessions 

28.  4% 

61.9% 

7.8% 

1.9% 

1974 

Accessions 

33.  9% 

61.2% 

4.1% 

.8% 

1974 

Inventory 

19.  3% 

71. 1% 

8. 3% 

1.4% 

' . -.'N. 
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SECTION  4 


ATTniTiON  ANALYSIS 

As  mentioned  In  a previous  section,  attrition.  Interacting  with 
secession  composition,  ultimately  determines  the  composition  and  cjuality 
of  the  acti^  military  force.  Attrition  results  from  a number  of  causes 
ranging  from  normal  expiration  of  service  contract  without  reenlistmcnt 
to  failure  of  the  individual  to  meet  certain  physical,  mental,  or  behavioral 
standards.  For  the  purposes  of  this  study,  six  groupings  of  losses  were 
examined: 

• Total  Losses 

• Total  Involuntary 

• Physical  Disqualification 

• Unsuitable  Behavior 

• Trainee  Discharge 

• Desertion/AWOL 

The  "total  involuntary"  grouping  is  a subset  of  "total  losses"  and  contains 
all  losses  except  losses  resulting  from  expiration  of  term  of  service  and 
the  various  early  release  programs,  "Physical  disqualification"  and 
"unsuitable  behavior"  arc  two  of  several  subsets  of  the  "total  involuntary" 
grouping  and  "trainee  discharge"  and  "desertion /A WOL”  arc  two  subsets 
of  "unsuitable  behavior".  Appendix  VIII  contains  a complete  description 
of  types  of  losses  included  In  each  grouping. 

Since  training  cycle,  service  policy  and  length  of  enlistment 
are  major  determinants  In  tlic  phasing  of  types  of  losses,  one  cannot  readily 
compare  the  attrition  rates  of  one  accession  group  to  another.  Generally, 
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the  cumulative  attrition  rates  fot  an  accession  group  will  exceed  those  of 
a later  group  l/ccausc  more  factors  Including  expiration  of  term  of  service 
will  have  had  a chance  to  impact  the  group.  Consequently,  only  compari- 
sons of  subgroups  for  a given  year  should  be  attempted,  and  time  trend 
analysis  should  be  restricted  to  examination  of  a oarticular  subgroup's 
impact  on  tlie  rate  over  time. 

The  following  discussion  draws  attrition  rates  from  the  detailed 
tables  in  Appendices  III  and  IV.  Where  recnlistment  rates  are  used  to 
support  a particular  point,  detailed  data  is  drawn  from  Appendix  V, 

DEMOGRAPHIC  FACTORS 

Reference  to  Table  4-1  indicates  that  female  attritions  for  reasons 
of  "involuntary  loss"  and  "unsuitable  behavior"  were  more  serious  than 
males'  attritions  hi  the  1971  accession  group  but  that  this  condition  had 
reversed  in  the  1972  group  and  was  even  more  favorable^ioward  the  females 
in  the  1974  group.  The  ratio  of  male  to  female  involuntary  loss  is  . 75 
for  the  1971  group  and  2.  34  for  the  1974  group.  Losses  for  unsuitable 
behavior  followed  a similar  pattern.  On  the  contrary  when  examining  total 
losses,  the  ratio  of  male  to  female  attrition  rates  favored  the  female  sub- 
group in  all  four  attrition  groups.  This  condition  probably  results  from 
better  retention  of  the  female  subgroup  as  indicated  by  a higher  reenlist- 
ment rate.  The  lower  male  reenllstment  rate  was  partially  depressed  by 
the  poor  reenllstment  showing  from  conscripts  (7.  4%)  as  compared  to 
enlistees  (44,  7%).  While  it  is  obvious  that  female  retention  is  now  'oetter 
than  male  retention,  it  should  be  noted  that  the  female  subgroup  is  still 
very  small  (less  than  3%)  and  that  the  performance  of  the  male  group  is 
still  the  primary  determinant  of  overall  force  performance. 


« 


Negro  losses  demonstrated  patterns  simiilar  to  those  observed  for 
the  female  subgroup.  Table  '1*2  reflects  the  reversal  in  involuntary  and 
unsuitable  behavior  losses  bctxveen  the  I’Y  197.2  and  FY  1974  accession 
groups.  Again  the  smaller  faueasian-Negro  ratios  for  total  versus 
Involuntary  losses  result  from  higher  rcenlistmcnt  rates  for  the  Negro 
subgroup.  The  Negro  subgroup  is  sizable  Ueii.)  and  likely  to  increase  in 
view  of  increasing  accessions  and  a higher  rcenlistmcnt  rate.  Conse- 
quietly,  characteristics  of  this  subgroup  are  likely  to  play  an  increasing 
role  in  total  force  performance. 

Urban  and  rural  voluntary  loss  rates  were  nearly  identical  with  tlie 
rural  reenlistment  rate  only  6%  higher  than  the  urban  rale.  The  urban 
Involuntary  and  unsuitable  behavior  loss  rates  were  15-209«  higher  than 
the  respective  rural  rates.  Since  the  rural  and  urban  groups  nearly 
halve  the  total  force  even  minor  differences  betreen  the  groups  will  have 
significant  impact  on  the  total  force. 

Regional  differences,  were  present  w*th  the  northeast  running  10-20'' 
worse  than  the  average  for  involun'ary  and  unsuitable  behavior  loss  rates 
and  the  west  running  lO-SOfo  better  than  the  average.  The  1974  reenlistmcnt 
rates  also  varied  significantly  ?s  follows: 

South  38.  1% 

West  34.2% 

Northeast  31. 1% 

North  Central  28.  8% 

Total  34. 7% 

All  four  regions  are  .significantlv  large  and  any  differences  in  performance 
would  impact  the  total  force. 
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APTITUDE  AND  ACfllEVEMENT  FACTORS 


s 


Mental  categories  I-lII  correlated  well  with  attrition  ratca  for  ^ 

Involuntary  and  unsuitable  behavior  losses.  Performance  of  mental 
category  IV,  high  school  graduates,  fell  between  that  of  categories  II  and 
III.  The  category  IV  members  who  had  not  completed  high  school  per- 
formed the  most  poorly  and  in  fact  h.ad  attrition  rates  for  involuntary  nnd 
unsuitable  behavior  which  were  almost  double  those  of  the  category  III 
group  for  mest  of  the  accession  groups. 

The  marked  difference  In  performance  between  the  high  school 
graduates  and  non-high  school  graduates  in  mental  category  IV  suggert 
that  perhaps  educational  level  was  a strong  predictor  of  behavior. 

In  fact  when  viewing  the  population  segmented  solely  on  educational 
attainment,  a consistent  pattern  develops.  For  losses  from  unsuitable 
behavior,  higher  educational  attainment  resulted  In  lower  attrition  rates. 

Similarly  for  total  Involuntary  losses  more  education  meant  progressively 
lower  attrition  rates  except  that  the  subgroup  with  college  degrees  had  a 
very  slightly  higher  attrition  rate.  For  both  types  of  losses,  the  attri- 
tion rate  for  non-high  school  graduates  was  2 to  3 times  greater  than  the 
high  school  graduates.  Also  the  non-high  school  graduates  had  s higher 
rate  of  physical  disqualification. 

* 

Reenllst'nent  rates  also  showed  consistent  patterns  although  generally 
leading  to  opposite  results.  The  rates  by  educational  attainment  declined 

1 

I *Rpcnll«tment  rate,  as  used  In  this  report,  is  defined  as  (he  number  of 

■ personnel  whose  term  of  service  expired  during  FY  1974  and  who  were 

I still  In  the  inventory  at  the  end  of  FY  1974  divided  by  the  number  of  per* 

1 sonncl  whose  term  of  service  expired  during  FY  ID74, 

! 
i 
I 

I 

I 
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with  level  of  attainment  with  the  aubgroups  having  no  college  being  very 
eloae.  the  reenlistment  rates  by  education  are: 

Non-Hlgh  School  Graduate  33.8% 


High  School  Graduate 

37.3% 

1-3  Years  College 

21.4% 

College  Degree 

9.4% 

Total 

34.7% 

FY  1974  reeiillatment  rates  by  mental  category  became  progressively 
better  as  mental  aptitude  decreased  from  category  I to  category  Cl:  how- 
ever, reenllstment  rates  for  category  IV  were  very  low  as  Indicated  below. 
The  FY  1974  reenllstment  rates  by  mental  category  are; 

1 

31.7% 

n 

35.3% 

m 

37.9% 

IV  HS 

32. 5% 

IV  NHS 

33. 7% 

Total 

34.7% 

Physical  disqualifications  consistently  Increased  with  the  number  of 
physical  deflclenclea. 
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SECTION  5 


PnOMOTION  PERFOnWANCE 


While  retention  provides  one  measure  of  an  Individual's  ability 
to  perform  In  the  service,  it  does  not  provide  an  evaluation  of  tliose 
Individuals  who  outperform  their  peers.  Promotion  rate,  or  the  other 
hand,  provides  such  a criteria.  It  should  be  noted,  however,  that  pro- 
motion rate  alone  is  not  a aufflclent  measure  since  good  performance  is 
of  limited  value  if  retention  is  low. 

Time  to  promotion  is  highly  dependent  upon  service  policy,  and 
therefore,  any  differences  in  distribution  of  subgroups  among  the  services 
will  cause  differences  in  service  policy  to  overshadow  differences  in  demo- 
graphic and  aptitude  factors  when  aggregating  at  the  IX)D  level.  While 
this  brief  survey  ignores  this  warning  and  considers  only  the  DOD 
aggregate,  the  reader  is  e.ncouraged  to  examine  individual  service  tables 
when  performing  critical  analyses.  The  following  discussion  refers  to 
Appendix  VI  which  contains  tables  reflecting  the  average  time  (TAFMS 
in  months)  to  promotion  for  individuals  of  various  subgroups  on  acuve  duty 
on  SO  June  1974. 

DEMCXiRAPHlC  FACTORS 

Promotion  ra*es  for  female  subgroups  were  generally  much  better 
than  rates  for  males  during  the  early  grades  E-2  - E-t  but  then  fell  behind 
in  the  higher  grades.  The  Army  provided  an  exception  to  this  pattern  by 
promoting  women  faster  at  all  grades.  The  Negro  subgroup,  on  the  other 
hand,  did  not  fare  as  well  and  progressed  more  slowly  to  all  grades  at 
the  aggregate  service  level. 
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In  the  lower  grades  (E-2  through  E-5),  • definite  pattern  exists 
between  mental  aptitude  and  promotion  rate  in  the  OOD,  Navy,  tuid 
Air  Force  data.  Those  in  mental  category  I on  the  average  were  promoted 
earlier  than  those  in  category  n and  so  forth  up  through  category  IV. 
Promotion  to  the  E-2  level  in  the  Navy  provided  one  exception  where 
those  in  category  1 progressed  more  slowly  than  those  in  categories  II 
and  III.  Promotion  rates  in  the  other  services.  Army  and  Marine  Corps, 
generally  followed  the  pattern;  however,  the  pattern  was  not  nearly  so 
definite. 

Educational  level  also  showed  some  definite  pattema  with  those 
holding  e college  degree  generally  having  a slower  rate  while  the  other 
three  subgroups--non-high  school  graduates,  high  school  graduates,  and 
1*3  years  of  college- -progressed  according  to  their  education.  Again  the 
pattern  for  progression  was  mixed  at  the  lower  grades  but  was  consistent 
for  the  remaining  levels  (E-3  through  E-9)  for  all  services. 
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SECTION  6 

AID  ATTRITION  ANALYSIS 


The  attrition  analysia  described  in  Section  4 provides  numerous 
insights  into  the  structure  and  rciative  size  of  the  attrition  problem. 
However,  it  does  not  specifically  identify  the  most  significant  subgroups 
defined  by  combinations  of  characteristics.  The  AID  analysis,  on  the 
other  hand,  performs  this  search  task  by  forming  and  reforming  temporary 
subgroups  until  the  maximum  amount  of  variance  in  attrition  is  ex'.dained. 
Two  analyses  were  performed.  First,  the  AID  analysis  of  the  total  force 
was  performed  to  determine  which  characteristics  were  slgnificaitt 
Irrespective  of  Service.  In  the  second  study  the  sample  was  divided  into 
four  Service  subgroups  before  the  AID  analysis  was  performed. 

Appendix  VII  contains  the  AID  diagrams  for  the  results  discussed  in  the 
following, 

AID  STATISTICAL  TECHNIQUE 

The  statistical  technlqu''  known  as  the  Automatic  Interaction 
Detector  (AID)  was  developed  by  the  Survey  Research  Center  of  the 
Institute  for  Social  Research  at  the  University  of  Michigan.  Given  a list 
of  explanatory  (or  predictor)  variables,  the  AID  routines  rank  thepe 
variables,  one  at  a time,  in  order  of  their  Importance  in  explaining  loss 
behavior.  This  is  accomplished  in  a series  of  steps  using  binary  splits. 

At  each  step,  the  population  is  divided  into  .all  conceivable  pairs  of  two 
mutually  exclusive  subgroups  for  each  predictor  variable.  After 
examining  all  such  pairs  for  all  variables,  the  pair  which  accounts  for 
the  greatest  amount  of  variance  from  the  average  less  rate  for  that 
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particular  populatlim  group  is  chosen  lor  the  binar/  split,  llje  AID 
then  searches  for  the  next  most  important  split  in  the  same  manner  as 
before.  Hie  AID  stops  splitting  when  there  are  no  farther  subgroupings 
which  can  explain  % statistically  significant  amount  of  variance  within 
specified  limits.  At  each  step,  the  AID  routines  provide  the  loss  proba* 
faulty  for  each  subgroup  as  well  as  the  statistical  significance  of  tlic 
split, 

TOTAL  FORCE  ANALYSIS 

In  the  1971  Accession  Group,  two  subgroups  accounting  for  55% 
of  the  force  had  probabUities  of  loss  over  . 94.  Table  6-1,  at  the  end 
of  this  section,  shows  AID  groups  11  and  21  had  ,992  and  .942  probabilities 
and  accounted  for  35, 7%  and  18. 8%  of  the  force  respectively.  Only  27% 
of  the  force  had  loss  probabUities  of  less  than  , 5,  an  even  chance  for 
retention.  Conscripts  generally  proved  to  be  a poor  risk  with  .992  pro- 
bability ot  loss  during  first  term  and  . 341  after  reaching  career  status. 
Enlistees  who  reached  career  status  had  a loss  probability  of  only  , 061. 

First-term  conscripts  in  the  1972  Accession  Group  also  proved  to 
be  a poor  risk  accounting  for  17, 9%  of  the  force  with  a loss  probability 
of  . 894.  Enlistees  in  career  status  <i.  e. , no  longer  in  their  first  term), 
on  the  other  hand,  accounted  for  24.  8%  of  the  force  with  loss  probability 
of  only  . 90S.  Subgroups  accounting  for  almost  57%  of  the  force  had  loss 
probabilities  less  than  . 3,  that  is  subgroups  in  which  twice  as  many 
were  retained  than  were  lost.  Table  6-2,  at  the  end  of  this  section, 
shows  the  significant  subgroups  ranked  by  loss  probabilities  for  the 
1972  Accession  Group, 

The  few  conscripts  in  tne  1973  Accession  Group  again  appeared  to 
be  poor  retention  risks.  However,  service  terms  of  moat  conscripts 
were  approaching  completion  on  30  June  1974  so  early  release  programs 
would  be  more  of  a factor  for  them  than  for  enlistees  who  generally 
have  three-year  terms  or  longer.  Possession  of  a high  school  diploma 
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•ppeara  to  be  a aigniflcant  factor  In  retention,  Subgroupa  wiilch  did  not 
hold  high  school  diplomas  consistently  had  higher  less  probabilities. 

The  AID  results  for  the  1973  Accession  Group  are'  summarized  in 
Table  6-3,  at  the  end  of  this  section. 

For  the  1074  Accession  Group,  the  only  cause  of  loss  was  Dis- 
ciplinary and  Aptitude,  As  in  the  1073  group,  failure  to  hold  a high 
school  diploma  tended  to  yield  a high  loss  probability.  The  higher  rate 
for  the  Navy  and  Air  Force  probably  resulted  from  more  active  trainee 
release  programs.  Table  8-4,  at  the  end  of  this  section,  summarizes 
these  results. 

ANALYSIS  BY  SERVICE  GROUPS 

Once  the  accession  groups  were  split  by  service,  length  of  enlist  - 
ment terms  beet  me  even  more  significant  than  in  the  analysis  of  the 
total  force.  This  factor  was  especially  notable  in  the  first  three  accession 
groups  <1971,  1972,  and  1073)  where  the  opportunity  for  expiration  of 
term  of  service  had  an  opportunity  to  operate. 

In  the  1974  groups  and  in  the  1973  non-Army  groups,  which  did 
not  have  two-year  conscripts,  other  factors,  especially  high  school, 
became  significant.  In  these  groups,  absence  of  a high  school  diploma 
generally  resulted  in  a loss  probability  that  was  twice  that  of  high  school 
graduates.  The  high  school  factor  also  proved  significant  within  career 
status  in  the  accession  groups,  Tliese  results  arc  summarized  in 
Tables  6-5  through  6-8,  at  the  end  of  this  section. 

Two  other  factors  showed  significance  in  the  earlier  accession 
groups.  Marital  status  appeared  significant  in  the  non-Army  groups  in  the 
1971  Accession  Group  and  in  the  1073  Navy  group.  Mental  category 
appeared  significant  only  in  the  Navy  and  only  in  the  1071-73  groups. 
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